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A CASE STUDY OF CONGREGATIONAL AND SEARCH COMMITTEE DESIRED 
LEADERSHIP QUALITIES IN A SENIOR PASTOR 
 
David S. Fowler 
Dissertation Chair: Jerry Gilley, Ed.D. 
The University of Texas at Tyler 
April 2018 
 
The purpose of this case study that utilized an inductive qualitative research approach 
was to uncover desired leadership qualities in a senior pastor.  Membership numbers are 
dwindling for religious organizations as the landscape of the United States becomes more secular.  
Studies reveal that negative issues with ineffective leadership within these organizations impact 
congregational health and membership decline.  Within the context of leadership’s futility, 
studies need to be conducted to identify qualifiers of effective leadership in religious 
organizations, as a lack of research has been conducted concerning religious organizational 
leaders.  Specifically, churches in the Southern Baptist Convention, a conservative conglomerate 
of Baptist institutions, have little to no information available through studies concerning the 
leadership qualities of their organizational shepherds.  This case study observed a singular 
Baptist organization that was in the process of finding a new senior leader.    
Keywords:  Religious organization membership decline, senior leadership, organizational 
climate, effective leadership qualities
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Chapter 1 
Introduction  
Background to the Problem 
Membership and participation in U.S. religious organizations have been in rapid decline 
for a number of years (Franck & Iannaccone, 2014).  Results from recent Gallup polls suggest 
that approximately 40 percent of Americans identify with attending religious services; however, 
research has revealed that “church attendance is probably one-half” (Hadaway, Marler, & 
Chaves, 1993, p. 750) this amount.  As this trend continues, it is important to study this 
phenomenon, uncover the reasons for diminishing numbers, and provide solutions to rectify this 
inclination (Franck & Iannaccone, 2014).   
From an HRD perspective, the importance lies in the fact that religious organizations are 
in decline.  Practitioners in the field have a responsibility to strengthen and encourage growth 
within their institutions.  On another note, church participation is addressed at the individual 
level.  Regular personal involvement with theological organizations is accommodating to the 
overall health of an individual. Religious service attendance provides benefits to society as well.  
Mental health has been addressed and hypotheses regarding positive impacts of religion on a 
person’s overall psyche have been validated (Ellison, Boardman, Williams, & Jackson, 2001).  
Consequently, religious organizations that facilitate mental stability and well-being should be 
studied to assist in their abilities to provide effective venues for individuals to improve their 
mental health.        
Many external factors such as pluralism, secularization, and diversity (Voas, Crockett, & 
Olson, 2002)  lead to a decline in religious participation.  However, from human resources and 
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organizational development perspectives, leadership within these institutions should be studied 
to provide suggestions to improve the abilities of leaders to guide their congregations in growth 
(Rogers, 2015).  Studies show that ineffective leadership within organizations has contributed to 
parishioners leaving religious congregations (Shelby, 2016).  On the other hand, effective 
religious leadership provides a vehicle for congregational growth (Stonebraker, 1993).  This 
beckons the question what qualities do these effective leaders possess that others do not?  
Research suggests that ineffective leadership is a precursor to a mass exodus of 
parishioners leaving the friendly confines of the church (Fowler, 2016).  This is obviously a 
problem in the Christian community as religious organizational membership and participation 
continue to decline (Hadaway et al., 1993).  Religious participation promotes mental stability and 
a healthy society.  By studying leadership qualities of successful entities, we can uncover facets 
of leadership that could be helpful in a religious organizational context.  This case study focused 
on a religious congregation that was in the process of seeking out and acquiring a new senior 
leader.  
Statement of the Problem 
Religious congregational membership is in decline.  This is evident with numbers 
diminishing in the United States and weekly participation and enrollments dropping across 
multiple Christian denominations (Rogers, 2015).  Ineffective leadership has been identified as a 
significant facilitator of the mass exodus of parishioners from the membership fold (Fowler, 
2016; Fritz & Ibrahim, 2010).  The problem is there is little to no research that has delved into 
the qualities of religious organizational leadership who promote healthy environments.  Because 
of the lack of knowledge available, it is necessary to study qualities parishioners desire in a 
senior leader to head their organizations. 
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Purpose of the Study     
The purpose of this qualitative study was to uncover the underlying desired abilities of 
effective church senior pastors.  This is based on ongoing research that suggests ineffective 
leadership is a major contributor to religious service participation and membership decline 
(Fowler, 2016).  After a review of significant literature, ineffective leadership was realized as a 
precursor to organizational decline (Kirkpatrick & Locke, 1991).  By focusing on the 
examination of leadership qualities in productive secular organizations, one may be able to draw 
parallels for religious institutions.  Also, examining stakeholders or congregational members may 
draw upon the wants and needs of the parishioners to build leadership profiles that those 
parishioners prefer.  This is pertinent because it allows a healthier organizational environment.  
From an HRD perspective, the health of the organization is important to the practitioner, as a 
healthy organization provides stability to parishioners, and in turn augments mental and spiritual 
fitness. 
This case study also examined the similarities and differences in the desires for a new 
senior leader by the congregation at large, and by an elected pastoral search committee within the 
organization.  The chosen members of a committee should exemplify the wants of the people 
they represent to facilitate success (Aziz et al., 2017).  To coincide with the comparison, the 
study also investigated whether any bias was realized in the search committee membership’s 
desires in a senior pastor.  Prior to this study, the pastoral search committee was presented an 
overview of an exploratory focus group study (Fowler, 2017a) in which the congregation 
expressed their preferences of qualities of a leader for their worship-based organization. 
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Conceptual Framework and Theoretical Underpinnings 
 This case study examined the qualities desired in a senior leader of a Protestant religious 
worship organization.  Although a significant amount of research has been conducted concerning 
qualities of secular based leadership, a lack of significant research in the religious organizational 
realm is evident.  Framing the case study includes examination of previous leadership research 
conducted within the corporate world.  It is possible that parishioners desire the same qualities in 
their senior pastors that successful secular business leaders exhibit.  Embracing leaders with 
many of the same qualities their secular counterparts possess could be a formula for success for 
religious organizations that are in decline. 
 Another focus of the study was to discover if an elected pastoral search committee is 
representative of the parishioners who nominated and voted them into service.  This study’s 
author previously completed an independent consulting report for the religious organization 
which utilized focus group sessions with the parishioners to better understand their desires in a 
new leader (Fowler, 2017a).  Comparison of the answers from the search committee with the 
responses from congregational members produced a result of whether the committee was 
representative of the ones who elected them.  The close alignment of representatives with their 
constituents should be the desired result within organizations (Aziz et al., 2017). 
 The search committee was involved in receiving an overview of the previous study that 
explored the parishioners’ wishes.  It is possible that the results of the search committee’s 
interview answers could exhibit some bias because of precognition of the consulting project.  
This is evident in some circles of research when participants are engaged in response order 
changes or have previous knowledge of the research focus and questions (Huber, 1985).  This 
study directly addressed whether this is the case. 
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 To coincide with the framework of the study, theories within the context of human 
resource development were reviewed.  A religious organization, not unlike others in the non-
profit sector, should have leaders that follow a certain type of theory or “style” to ascertain 
success of the institution.  What theory is appropriate for a worship based, religious 
organization?  Many leadership theories have been studied, defined, and tested.  However, 
discovering the theory that best represents a religious organization’s wants in the qualities their 
commander-in-chief represents could be challenging to define.  
Charismatic leadership. “Charismatic leadership is more likely to emerge and be 
effective when the organizational task is closely related to dominant social values to which 
potential followers are exposed than when it is unrelated to such values or contradicts them” 
(Shamir, House, & Arthur, 1993, p. 588).  Within the confines of a religious organization, which 
would have dominant social values within its congregation, it is quite possible a charismatic 
leader could provide opportunities for effectiveness.   
Developmental leadership.  Developmental leadership focuses “on the growth and 
development of employees which translates into the growth and development of the 
organization” (Gilley, Shelton, & Gilley, 2011, p. 402).  This type of leadership would certainly 
have a place in the non-profit religious organization realm.  The institution used for this case 
study has been in decline recently and development of the organization is a dire need for 
survival.  This type of leader could be beneficial for the congregation. 
Transformational leadership.  “Transformational leadership has been considered to 
foster pro-organizational employee behavior not only beyond expectations but also beyond self-
interest” (Effelsberg, Solga, & Gurt, 2014, p. 131).  This type of leadership promotes the overall 
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well-being of the collective, through the efforts of diminishing the self of individuals in the 
organization.  Focus turns to the health of the organization, as self-interest is moderated. 
Servant leadership.  Jesus was a charismatic leader who exemplified properties of a 
servant (McClure, 2016).  It would seem plausible that traits of a servant would be embraced by 
the leadership in a Christian organization that is tied to the icon of its primary focus, Jesus.  
These instances include forsaking personal agendas and focusing on serving others in the context 
to improve their overall well-being (Northouse, 2012).  It is quite likely this research study could 
provide instances of servant leadership in the findings for the search of a leader for the 
organization.   
Research Questions 
This case study focused on three research questions: 
1. What are the skills, knowledge, abilities, and qualifications desired in a 
senior pastor to effectively lead a religious organization?   
2. Why are the desired skills, knowledge, abilities, and qualifications 
important?  
3. What are the similarities and differences between the elected search 
committee’s desires and the at-large church congregation’s wishes?   
Overview of Pilot Studies’ Impact on Case Study Design 
Two pilot studies and an independent consulting project were utilized to formulate the 
basis for the dissertation case study.  The first pilot study addressed the reasons why a church’s 
membership had been in decline over a period of five years (Fowler, 2016).  The research 
suggested that ineffective leadership was the primary facilitator for congregational participation 
decline.  Following this study, a second research project was facilitated to define relevant skills, 
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knowledge, abilities, and qualifications in a pastor that members deem necessary criterion of 
successful leadership (Fowler, 2017b).  A number of instances were recorded, and they were used 
to formulate a third study, which included over two hundred members of the congregation in 
focus group sessions (Fowler, 2017a).  The dissertation’s case study is based on the findings of 
this study.  The case study involved elected members of the congregation in one on one 
interviews to delve into the qualities that parishioners perceive to be substantial for a senior 
pastor to possess at the granular level. 
Overview of the Case Study Design 
This study was qualitative and inductive in nature and used a set of semi-structured 
questions.  A series of interviews were conducted with members of a pastoral search committee 
within an institution that is a member of the Southern Baptists of Texas Convention.  The sample 
was purposeful in nature as members of the committee were elected by the organization’s 
congregation to help find a new pastor.  Examination of answers from the committee revealed 
both commonalities and differences from the congregation and the elected pastoral search 
committee regarding desired leadership qualities.  
Triangulation was utilized with three points of observation.  A digital audio recording was 
employed for transcription purposes, a manual transcription computer spreadsheet provided real 
time answer recording, and visible observation of participant engagement was dictated in field 
notes.   
Themes were identified, defined, and grouped into similar subsets using MAXQDA12 
qualitative software.  Statistical analysis was also utilized to some degree using the software 
suite.     
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Research setting.  This case study’s congregation is a religious organization residing in a 
major metropolitan area.  It has been in existence for over 50 years. The church is a traditional 
Baptist organization and is a member of the Southern Baptists of Texas Convention, an 
organization of over 2,500 affiliated congregations (“Southern Baptists of Texas Convention,” 
2017).  
Membership numbers have dwindled significantly over the previous five years.  Recently, 
the senior pastor of over thirty years announced his retirement from ministry.  As the 
organization pursues a new leader, it is imperative for the search committee to be aware of the 
significance of the task they have been assigned.  They should represent the general consensus of 
the religious congregation members (Aziz et al., 2017).  The research utilized one organization 
and explored the committee that was assigned to find a new pastor.   
Research participants.  A purposeful sample of the congregation and the pastoral search 
committee of nine was used for this study.  The committee was comprised of six males and two 
females, ranging in age from late-thirties to over sixty-five.  The committee members were 
elected through a ballot process within the general population of the congregation prior to the 
study’s commencement.  The selection criteria were based on the purpose of the study to uncover 
desired leadership qualities for a senior pastor and to compare the committee’s wishes with the 
parishioners’ wants. 
Data Collection and Analysis 
The researcher procured audio recordings of the participants’ interview dialogues.  The 
recordings were in digital MP3 format, which were reviewed through Windows Media Player for 
clarity.  The audio files were uploaded to Trint.com to assist with automated transcription.  The 
MP3 files produced raw text documents that were exported to a Word document.  The raw text 
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transcription was edited by comparing the Trint.com text with the audio file.  Verbatim verbiage 
was utilized during the transcription process.  Once text files were completed, they were 
exported into a MAXQDA12, a qualitative analysis software program, project file.  The 
interviewer added field notes and typed answers to the question spreadsheet into separate 
documents that were uploaded into the MAXQDA12 project.  Themes were coded using a color 
schematic and correlated into similar sets.  During the course of analysis, thematic instances 
were counted and organized according to frequency. 
Validity and Reliability 
Validity of the study was ensured by the number of participants interviewed.  The 
subjects involved included nine members of the pastoral search committee and two possible 
alternates in case saturation was not achieved with the first nine interviews.  A sample size of at 
least five participants is usually considered to be the minimum for a study to achieve validity 
(Dworkin, 2012). 
Reliability was augmented by utilizing methods of fact checking with the respondents for 
accuracy in transcription.  It was imperative to perform these procedures as quickly as possible 
after interviews had taken place so the information was still fresh in the minds of the investigator 
and participants (Merriam & Tisdell, 2015).  
Significance of the Study 
The purpose of study was to discover desired leadership qualities and personal traits of 
potentially productive leaders in a religious organization.  The study was facilitated based on 
suggestions that ineffective leadership influences church membership numbers negatively in the 
United States (Fowler, 2016).  
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The study has inordinate significance for human resource development practitioners.  
From an HRD perspective, the importance lies in the fact that religious organizations are in 
decline.  Practitioners in the field have a responsibility to strengthen and encourage growth 
within their institutions. In general, religious organizations are healthy to society (Krause, 
Ellison, & Wulff, 1999).  Church participation is addressed at the individual level.  Regular 
personal involvement within theological organizations is accommodating to the overall health of 
an individual. In addition, regular religious service attendance provides benefits to society as 
well.  Mental health has been addressed with hypotheses regarding positive impacts of religion 
on a person’s overall psyche being validated (Ellison et al., 2001).  Religious organizations that 
facilitate mental stability and well-being should be studied to assist in their abilities to provide 
effective venues for individuals to improve their mental health.  Because of these facts, exposing 
qualities of leaders that enhance organizational stability is helpful to the practitioner’s cause.  
Hiring and developing leaders who exemplify robust headship qualities will promote the health 
of the organization. 
Assumptions 
Two assumptions were made concerning this study: (1) the institution of the study needs 
to find a new pastor quickly because the organization’s survivability depends on a short time 
frame.  This is typical of organizations that may be faltering.  (2)  Participants will answer 
truthfully and openly to the questions and not derive answers based on bias of familiarity of 
previous studies. 
Definition of Terms 
 Baptist Denomination – The collection of members of the Baptist faith have a 
realistic or more conservative and literal interpretation of the scriptures of the 
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Holy Bible.  They also adhere to the practice of immersion during baptism which 
is performed after a public profession of faith (Buescher, 2011). 
 HTTP – “The Hypertext Transfer Protocol (HTTP) is an application-level 
protocol for distributed, collaborative, hypermedia information systems. It is a 
generic, stateless, protocol which can be used for many tasks beyond its use for 
hypertext, such as name servers and distributed object management systems, 
through extension of its request methods, error codes and headers. A feature of 
HTTP is the typing and negotiation of data representation, allowing systems to be 
built independently of the data being transferred” (Fielding et al., 1999, p. 1).  
 IPA - Interpretative phenomenological analysis is an approach to qualitative 
research.  “The characteristic features of IPA can be captured in an alliterative 
three part list: idiographic, inductive, and interrogative” (Smith, 2004, p. 41).  
 Life Groups – Life groups include members of the church who meet before or 
after the primary worship service to fellowship and have in depth study of 
scriptures.  This is a modern connotation of the “Sunday School” adage and can 
be a formal (Thompson & Edwards, 2000) or casual learning environment. 
 MAXQDA12 – This is the twelfth version of a “Computer Assisted Qualitative 
Data AnalysiS (CAQDAS) package” (Saillard, 2011, p. 1) used to organize and 
analyze qualitative data.  
 Senior Pastor – The senior pastor is the primary leader within the Baptist church.  
He is called upon by members of the congregation or committees to serve as the 
shepherd of the organization.  Within the Baptist denomination, these leaders are 
not assigned by any hierarchal directive from a convention. 
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 Southern Baptists of Texas Convention – The SBTC is a collection of more than 
2,500 conservative Baptist churches in the state of Texas that adhere to a similar 
mission.  “The Convention exists to facilitate, extend, and enlarge the Great 
Commission ministries of the Southern Baptist Convention and the Southern 
Baptist churches and associations in Texas, upon the authority of God’s inerrant 
Word, to the glory of God the Father, under the Lordship of Jesus Christ, and by 
the empowerment of the Holy Spirit (“Southern Baptists of Texas Convention 
Constitution and Bylaws,” 2014, p. 1). 
 SSL – “One security protocol SSL, the secure sockets layer, has been widely 
implemented and is now the de facto standard for providing secure e-commerce” 
(Chou, 2002, p. 47).  It is the safekeeping standard for most web-based 
transactions. 
Organization of the Dissertation 
The dissertation is comprised of five individual chapters.  The first chapter is an 
introduction that gives an overview of the study.  The second chapter is a literature review which 
provides a foundation upon which the study was based.  Following, the third chapter consists of 
the study design that reveals detailed information of the methodologies and steps used to answer 
the research questions.  The fourth chapter includes the results found from the data analysis of 
the interviews.  To conclude, the fifth chapter is a discussion of the author’s interpretation of the 
results and its contribution to the field.  Also, necessity for future research is addressed. 
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Chapter 2 
Literature Review 
The purpose of this study was to discover facets of pastoral leadership that might be 
conducive to effective religious congregational stability and growth.  A literature review was 
necessary to realize which areas of the researched subject are relevant to the study and to identify 
gaps that may exist.  “A review of prior, relevant literature is an essential feature of any academic 
project. An effective review creates a firm foundation for advancing knowledge. It facilitates 
theory development, those areas where a plethora of research exists, and uncovers areas where 
research is needed” (Webster & Watson, 2002, p. 13).  With this intention, a literature review was 
conducted to provide a theoretical foundation as the basis of this study’s analysis and a lens with 
which to interpret its findings.  Multiple subjects were explored concerning organizational 
leadership and themes were discovered to enable effective research. 
An exhaustive search for relevant literature was executed across multiple databases over 
a timeframe of several weeks.  Google Scholar and EBSCO were the primary databases utilized 
during the literature search.  Primary search terms included: church membership decline, faith-
based leadership, corporate leadership, congregational health, effective leadership, and religious 
organization membership.  Approximately 120 peer-reviewed journal articles were downloaded 
for review and additional resources from scholarly books were considered.  Analysis of the 
pertinent literature was performed with the assistance of a qualitative software suite, 
MAXQDA12, for organizational and analytical purposes.  Multiple themes were identified and 
correlated into similar groups.    
 14 
 
A gap in research was realized as very little literature was uncovered concerning effective 
or authentic religious leadership qualities.  To coincide with this gap, practically no information 
was found that addresses the Southern Baptist Convention, which is experiencing significant 
decline in membership participation (Rogers, 2015).   
Religious Membership and Participation Decline  
The underlying problem that inspired this study is the fact that membership is in decline 
within Christian religious organizations in the United States of America.  It is without question 
that participatory numbers have been dwindling for many years in the nation (McBride, 2008).  
This is evident in research performed in multiple geographical areas across the country with 
trends reflecting similar instances of decline without locale prejudice (Gilley, 2005). 
Secularization. Secularization is defined as socialization not being dependent on 
religious affiliation (García-muñoz, Neuman, & Tobol, 2013).  Research provides evidence that 
the overall secularization of the American population has a major impact on diminished 
participation in weekly services and organizational support and membership.  Churches have 
attempted to adopt and implement secular properties within their organizations, however 
membership numbers continue to decline across the nation (McMullin, 2013).  This begs the 
question whether this trend will continue or if it is possible that this is the status quo for the 
United States?  For instance, during the 1940s, immediately following the conclusion of World 
War II, the United States experienced a resurgence in the evangelical movement.  However, this 
trend was short and current evidence shows a decline in numbers of parishioners heading to 
houses of worship during weekends (Berger, 1996).  Hence, the secularization of society 
continues to increase and fewer people choose to socialize within the context of theologically 
 15 
 
based organizations. This subject has been researched extensively in recent years as it becomes a 
more popular social science topic.    
Diversity. Diversity is defined as “the condition of having or being composed of different 
elements: variety; especially: the inclusion of different types of people” (Dzierzewski, 2014, p. 
1).  As the United States continues to evolve, increased racial and social diversity is a fragment 
of the communal landscape.  America is no longer a nation dominated by one ethnic group as a 
population majority.  The country includes a wide mix of races, cultures, and ethnic traditions 
and makes for a varied environment.  Increased diversity within society has been revealed to 
have an impact on attendance at religious services.  “Racial composition relates to patterns of 
attendance” (Dougherty, Martinez, & Mart, 2015, p. 668).  These patterns of diminished 
parishioner attendance, inclusive of societal diversity, continue to gain ground as the population 
becomes more varied.  “Whites are predicted to constitute a minority of the American population 
by 2050, with 31% of the population projected to be made up of Hispanics by 2050” (Nkomo & 
Hoobler, 2014, p. 254).  This supports the evidence that religious attendance is on the downslide 
for society in the United States, as a historically religious white protestant majority dwindles.  
Pluralism. Pluralism is “a situation in which society is divided into subsocieties with 
distinct cultural traditions” (Yinger, 1967, p. 17).  Obviously, the United States contains a large 
degree of pluralism within its borders.  Because of the racial and cultural diversity of society, a 
vast degree of pluralism exists.  There have been multiple studies that demonstrate pluralism as a 
precursor to diminished organized religious participation (Breault, 1989; McBride, 2008).  This 
subject has been meticulously studied in the context of societal participation in theological 
environments.  It has been concluded that to a large degree pluralism has a negative impact on 
the regular involvement in these organizations (McBride, 2008).    
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Ineffective leadership. Ineffective leadership in religious organizations is a possible 
contributor of diminished membership numbers.  In a case study of a Baptist congregation in 
membership decline, the parishioners’ negative opinions surrounding the senior leadership’s 
inability to guide the congregation effectively was the primary factor for the congregation’s 
deterioration (Fowler, 2016).  These findings are also evident in additional academic studies 
(Carroll, 1978; McSwain, 1981).  However, current research on this topic in the literature is 
difficult to discover.  Therefore, the possibilities to discover additional instances of ineffective 
leadership in dying religious organizations is an opportunity for additional research, which is one 
of the reasons for this research study.  
Effective Leadership  
Many authors have written volumes about leadership within a religious context (Hybels, 
2012; Kouzes & Posner, 2006; MacArthur, 2005; Tripp, 2015; Vanderbloemen, Bird, & Ortberg, 
2014).  However, research regarding effective religious leadership qualities is a diminutively 
studied topic within the context of scholarly investigation and exploration.  Because of this, 
investigation of the abilities and theories inclusive of operative business leadership could provide 
parallels for religious organizations to grasp and duplicate.   
Charismatic leadership theory.  Charismatic leadership is a viable path to success in 
many secular organizations as well as those that are religious in nature (Shelby, 2016).  
Charismatic entities can be successful as effective leaders in their organizations (Kirkpatrick & 
Locke, 1991).  However, this quality can become a facilitator of evolutionary authoritarian rule 
that “creates a climate of top-down decision making that can stifle innovation and personal 
initiative taking” (Carsten, Uhl-Bien, West, Patera, & McGregor, 2010, p. 546).  This suggests 
that this type of leadership, however effective, could become problematic if not held in check.   
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By definition, charismatic leadership is emotionally based as “it distinguishes signaling 
as a central radiation channel, and it touches on emotions, symbols and values” (Castelnovo, 
Popper, & Koren, 2017, p. 544).  These emotions are based in the person’s heart and that is 
where the authentic charismatic leadership has its foundational basis (Maxwell, 2007).  Because 
of these qualities, charismatic leadership can appeal to the masses it addresses.  People are more 
apt to follow someone who expresses visible, if not authentic, emotional expression.  Individuals 
have the tendency to associate with their leader and exemplify significant commitment to them 
(Gebert, Heinitz, & Buengeler, 2016).   
Charismatic leadership fosters the propensity for parishioners to follow and be committed 
to the organization’s vision and mission (Gebert et al., 2016).  A charismatic leader facilitates 
“emotional arousal” (Carsten et al., 2010, p. 544) in followership.  This in turn allows perception 
of subordinates to believe the leader is effective in his abilities to guide an organization.  This 
facilitates his increased potential to be the front (Maxwell, 2006), or the face, of the organization  
Jesus was considered a servant leader and exhibited qualities of being charismatic in 
nature (Mcgrath, 2006).  During his ministry he went against the status quo and became a very 
visible entity (Kouzes & Posner, 2006).  Again, in the context of the Christian institution, this 
quality could be illustrated, to some degree, by the religious organization’s leader’s attempts to 
replicate this property.  “Charismatic leadership theories focus upon the element of charisma and 
its effect upon follower self-concepts” (Reave, 2005, p. 660).  These elements include 
“articulating a vision, presenting an ideal, displaying exemplary behavior, emphasizing ideology, 
and promoting a collective identity” (Reave, 2005, p. 661).  Obviously, this is a goal of many 
religious organizations as visions and ideals are foundations for their potentially efficacious 
operability (Ward, 2010). 
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Transactional and transformational theory.  Leadership should have augmented 
transactional as well as transformational abilities.  Zook (2014) noted 
Today’s perioperative services leaders must have transformational as well as transactional 
competencies. In transactional relationships, the leader provides resources and support 
(e.g., salary, benefits) in exchange for specific outcomes and employee behaviors. The 
emphasis is on work standards, assignments, task orientation, and task completion, with a 
focus on maintaining the status quo or executing a well-defined strategy. 
Transformational leaders focus on team building, motivation, and collaboration with 
employees to accomplish change in a dynamic, shifting environment. Transformational 
leaders use ideals, inspiration, charisma, intellectual stimulation, and individual 
consideration to influence the behaviors and attitudes of others. Transformational leaders 
create more adaptable, innovative teams that can thrive in the midst of change. (p. 4)  
Having a diverse base of transactional and transformational leadership abilities is illustrated to be 
effective in the service-based organization fields of business.  “Transformational leadership is 
concerned with improving the performance of followers and developing followers to their fullest 
potential” (Northouse, 2012, p.191).   
 Transformational leadership should also consider the implementation of succession of a 
leader (Vanderbloemen et al., 2014).  In the bible, Christ shows instances of preparing his 
disciples for a time when he was going to be away from them.  However, at the same time he 
was readying them to carry on his message.  He transformed a group of individuals from 
common citizens into individuals who did extraordinary things that provided a spark to begin the 
largest religious following in the history of the world.  Without question, Christ was a 
transformational leader and in that context his methods should be followed by those who claim 
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to strive to be similar to him.  Religious leaders should hold these values true, and in turn could 
facilitate “followers to identify with the goals the leader articulates” (Judge & Piccolo, 2004, p. 
757).  
Developmental leadership theory.  “Developmental leadership enables HRD to achieve 
its imperative by focusing on the growth and development of employees which translates into the 
growth and development of the organization. Formally planning on creative leadership and using 
this model will translate to innovation in the organization as a whole. Growth and development, 
by definition, requires change, creativity, and the ability to embrace new ideas and procedures” 
(Gilley et al., 2011, p. 402).  A developmental leader provides a vehicle for organizational growth 
that will eventually lead to success through the betterment of its stakeholders.   
The developmental leader is not an exhibitor of a “command-and-control initiative” 
(Zigarmi, Nimon, Houson, Witt, & Diehl, 2011, p. 213).  His leadership evolves as does the 
organization’s development.  A simple directive is not handed down from the powers in place as 
the leadership’s abilities and qualities morph and augment with the performance of the institution 
it directs.   
“Developmental leadership promotes a culture in which members feel a sense of 
ownership of the organization’s mission and objectives, while conflict is dealt with openly and 
systematically, rather than ignored, avoided, or handled in a typical win-lose fashion” (Gilley et 
al., 2011, p. 397).  In a church, the parishioners should feel a connection of proprietorship in 
what the institution intends to accomplish.  This facilitates a sense of empowerment within the 
congregational members (Maxwell, 2011).  Developmental leadership should facilitate this 
faction along with additional leadership styles. 
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In addition to the organization progressing, leaders should focus on their own 
advancement to facilitate successful headship (McKenna, Yost, & Boyd, 2007).  During his path 
of self-realization, the practitioner should hone his abilities to be an effective listener. Putting 
into practice the feedback he receives will assist in his growth (Maxwell, 2014).  Although this is 
not a traditionally researched topic within the religious organization context (Dollhopf & 
Scheitle, 2013), developmental leadership has its place in the corporate world and could provide 
additional insights to the expansion of a spiritual institution’s progress and reach.  If a 
developmental approach is implemented, the organization can realize some of its greatest 
possible potential (Hybels, 2012). 
Servant leadership theory.  Servitude, or a servant style of leadership, has been 
discovered to be effective in many areas of business and non-profit organizations.  “Servant 
leadership emphasizes that leaders should be attentive to the needs of followers, empower them 
and help them develop their full human capacities” (Northouse, 2012, p. 248) This type of 
leadership should be used in the context of how a Christian institution conducts its business.  As 
Jesus was considered a servant to mankind (Boekestein, 2016), leaders of Christian 
denominations should desire to emulate these traits.  Is it a certain formula for success to have a 
servant leader?  This is not necessarily true in corporate America.  However, this could be a style 
adopted for growth potential in a religious organization by emulating practices that parishioners 
would deem to be appropriate for a theological environment.   
Without question, in a religious organization, or a Christian one to be specific, this theory 
certainly holds merit.  Christ, the basis for a religion that has survived millennia, harbored 
servant leadership as imperative for success in life.  Jesus said, “You know that those who are 
regarded as rulers of the Gentiles lord it over them, and their high officials exercise authority 
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over them. Not so with you. Instead, whoever wants to become great among you must be your 
servant, and whoever wants to be first must be slave of all. For even the Son of Man did not 
come to be served, but to serve, and to give his life as a ransom for many” (Mark 10:42-45, New 
International Version).  This passage, as well as others within the text sacred to Christianity, 
provides the basis for servant leadership in organizations that serve within its context.   
Many characteristics come to mind when attempting to define servant leadership.  
Though these qualities are not necessarily Christian or religious in nature, they can help define 
what servant leadership should be for the congregational body.  Before the time of Christ, many 
instances of servant leadership can be examined in the Old Testament.  Noah, Esther, Moses, and 
Abraham exhibited servant leadership styles while guiding others (Maxwell, 2002).  Outside of a 
religious context, many authors have cited Greenleaf’s seminal work (Greenleaf, 1977) defining 
servant leadership.  Ten definitive qualities are representative of a servant leader: effective 
listening, empathy, healing, awareness, persuasion, conceptualization, foresight, stewardship, 
commitment to personal growth, and building community (Spears, 2010).  It could be assumed 
that an effective servant leader for a religious organization would exhibit these characteristics. 
Achievement. Desires for personal and corporate achievement are aspects of leadership 
that forerun organizational success.  “The need for achievement is an important motive among 
effective leaders and even more important among successful entrepreneurs. High achievers 
obtain satisfaction from successfully completing challenging tasks, attaining standards of 
excellence, and developing better ways of doing things” (Kirkpatrick & Locke, 1991, p. 49).  
When a leader has the desire to succeed, the organization benefits from the drive the executive 
possesses and its influence on subordinates within the institution.   
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Tenacity.  Tenacity, or the quality of determination, is a significant quality for leaders to 
maintain.  When a leader has the drive and determination to guide an opportunity to fruition, he 
provides a vehicle for sustained growth by illustrating an example of never giving up until the 
game is won.  Passion is realized in subordinates when the leader exemplifies persistence.  
Tenacity is “driving the value of passion” (Murnieks, Cardon, Sudek, White, & Brooks, 2016, p. 
468).      
  Passion.  Passion may be delineated as “a strong inclination toward an activity that 
people like, that they find important, and in which they invest time and energy” (Vallerand et al., 
2003, p. 756). Following a leader with this hunger can be infectious.  Passion within an 
organization, which is driven by the same quality in its leader, is important for the corporation to 
triumph in the business world. The “fire of passion” (Cardon, Wincent, Singh, & Drnovsek, 
2009, p. 512) in leaders is a primary facilitator of entrepreneurial accomplishment.   
Teamwork and collaboration.  A spirit of teamwork and collaboration should be an 
evident quality in respectable leadership administration.  This approach is characterized by 
enabling a sense of well-being and cooperation with subordinates.  Leadership should embrace 
these qualities to create this type of atmosphere within their organizations.  While on a more 
granular level than higher leadership, project management provides evidence of leaders 
embracing collaboration and influencing increased success in their respective assignments (Yang, 
Huang, & Wu, 2011).  It is almost without question that when these managers implement a 
teamwork atmosphere their projects are more likely to be successful than those that are led by an 
authoritarian approach.  Does authoritarian rule garner success within organizations?  It is 
possible (Svolik, 2009).  However, studies confirm collaboration and teamwork to be the modus 
operandi of corporate success (Daugherty et al., 2006) for the future. 
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Delegation of authority and empowerment.  Effective leaders in the corporate 
environment know how and when to delegate their authority.  “Giving autonomy and 
responsibility to employees creates empowerment” (Kirkpatrick & Locke, 1991, p. 57).  This 
type of empowerment coincides with the teamwork or team building quality of business 
practices.  These qualities support successful ventures in business.  When a leader shares his 
authority and empowers others it lends purpose and reason for subordinates to follow and assist 
in the actual processes that contribute to achievement.  “Employee empowerment has emerged as 
a construct deemed critical to organizational innovativeness and effectiveness” (Gomez & 
Rosen, 2001, p. 53).   
Visionary.  “At the broadest level, vision consists of two major components—a guiding 
philosophy that, in the context of expected future environments, leads to a tangible image” 
(Collins & Porras, 1991, p. 33)  The effective leader needs abilities to develop, communicate, 
and deliver or cast his vision.  Successful visionaries own the cognition to garner enthusiasm and 
“mobilize their followers” (Stam, van Knippenberg, & Wisse, 2010, p. 457) to enhance loyalty 
and commitment within their subordinates.  These abilities are not necessarily automatically 
embedded in a leader’s DNA.  It is achieved over time through personal development initiatives 
that hone the leader’s craft (Guskey, 2003).  Visionaries, with honed skills, “cause followers to 
become highly committed to the leader's mission, to make significant personal sacrifices in the 
interest of the mission, and to perform above and beyond the call of duty” (Shamir et al., 1993, p. 
577).  A visionary leader has the propensity to deliver success to his or her organization.  
Ineffective Leadership    
   While there is little research concerning religious leadership qualities in the context of 
failing religious organizations, studies have been conducted within the corporate environment.  
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Overall, many patterns of leadership qualities have emerged as architects of failure in 
institutional performance.  As a precursor to identification of facets of failing churches’ 
leadership qualities, a review of existing literature within the corporate setting was utilized to 
form a foundation for comparison and contrast.   
Inconsistent behavior.  Inconsistent behavior in leadership is a problem that enables a 
sense of distrust and confusion in employees (Howell, Bowen, Dorfman, Kerr, & Podsakoff, 
1990).  When subordinates do not know what to expect from their superiors from one day to the 
next, it can become taxing to the individual.  When erratic behavior comes into play, negative 
repercussions may follow with diminished employee loyalty, productivity problems, and overall 
malaise within the corporate environment.   
Lack of leadership courage.  Diminished abilities to effectively make decisions for the 
betterment of the organization can be detrimental to the leader’s possibility for success.  In the 
face of “conflict, ambiguity, or uncertainty, the individual takes a position that is not in the best 
interests of the organization” (Harbour & Kisfalvi, 2014, p. 504).  In this case, it would be 
difficult for the leader to rally the troops and encourage willingness among subordinates and 
stakeholders to follow his direction.  For instance, in the scenario of an army engaged in the 
throes of battle, would privates, corporals, and sergeants be willing to go through with their 
assignments if their commanders showed a lack of courage?  It would be highly doubtful.  It is 
quite possible that during the heat of battle the soldiers could break rank and flee the field, 
running for their lives.  Also, it could transpire that if they continued to fight under weakened 
leadership they could lose the battle and die on the field.  The scenario of capture could also 
come into play if their commanders do not have the cognition to face adversity, make informed 
and significant decisions under extreme pressure, and lead by example.  Who wants to be 
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involved in an organization when the propensity to lose your employment under the auspices of 
ineffective leadership courage is a constant?  It would be hard to imagine an environment when 
someone would prefer to follow this type of leader.  
Lack of stability.  A lack of stability is another indicator of ineffective leadership in 
organizations.  When a revolving door policy is observed within the upper echelons of the 
corporate hierarchy, subordinates could interpret this as instability within the organization 
(Howell et al., 1990).  Constant change of leaders at the upper level promotes a feeling of 
unpredictability and vulnerability to those who would be subjected to follow.  When attrition is a 
problem at the executive level it could influence a trickle-down effect with subordinates leaving 
at a record pace because of perceptions of dysfunctional leadership, which in turn could provide 
the catalyst for a dysfunctional organization.   
Autocratic leadership style.  Autocracy, or facilitated leadership by one all-powerful 
authority (Van Vugt, Jepson, Hart, & De Cremer, 2004), is a management style that has shown to 
be successful in society as well as in the corporate world, albeit for a typically short period of 
time.  However, more often than not, this form of leadership is not conducive to achieving 
success within the context of an organization’s performance or enhancing its abilities to achieve 
its mission and vision.  For instance, employee engagement and job satisfaction suffers under the 
direct leadership of a dictatorial executive (Bhatti, Maitlo, Shaikh, Hashmi, & Shaikh, 2012).  
When employees are not engaged, and their job satisfaction suffers, production levels within the 
institution suffer.  To coincide with diminished production capabilities, employees have the 
propensity to look for “greener pastures” to which to lend their services.  When an autocrat takes 
the reins of an organization, employees suffer, and the institution simultaneously falters.  It is a 
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slippery slope to adhere to autocratic leadership styles implemented in the corporate 
environment. 
Hypocrite.  “A leader who is not perceived to be a strong ethical person but who 
attempts to put ethics and values at the forefront of the leadership agenda is likely to be 
perceived as a hypocritical leader who ‘talks the ethics talk’ but does not ‘walk the ethics walk.’ 
In such cases, people tend to see the talk only as window dressing. They watch for actions to 
match the words and if there is a mismatch, the words are dismissed” (Treviño, Hartman, & 
Brown, 2000, p. 138).  Obviously, if a hypocritical leader’s words were dismissed, they would 
not be considered a very effective entity. 
Unethical leader.  “Unethical behavior involves acts that are illegal and/or are morally 
inappropriate” (Brown & Mitchell, 2010, p. 588).  This approach would have dire consequences 
on the climate of the organization as it would lose validity because of the actions of its leader.  
Unethical behavior can be toxic to the organization. 
Ethically neutral.  When someone does not know what side of a subject or decision he 
adheres to, he is considered to be sitting on a fence and not knowing which direction to fall.  
When a leader is ethically neutral, he doesn’t have a defined opinion one way or another on the 
rights and wrongs of how to conduct business.  This trait has been shown to be an ineffective 
approach to leadership (Treviño et al., 2000).  People usually do not develop the same level of 
trust with someone who does not hold definitive beliefs.  Within the church, neutrality is 
uncommon.  Much of the organizational doctrine in Protestantism is based on taking definitive 
approaches of right and wrong.  The apostle John, while on the Greek island of Patmos, wrote 
very direct words concerning neutrality.  “So then, because you are lukewarm, and neither cold 
nor hot, I will vomit you out of My mouth” (Revelation 3:16, The New King James Version).  
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Neutrality within the confines of the institutional walls would not be a very welcomed approach 
to implement. 
Defining Organizational Success 
In the business world, evaluation of success is a relatively straightforward process.  One 
may analyze financial gain or loss to conclude whether a company is performing well compared 
to the competition.  Also, one may study the climate of the institution to gain a sense of how well 
employees are developing and are engaged within the context of operational abilities.  A 
company’s size may also provide evidence of how successful the institution is compared to 
others in the market.  However, within the confines of a religious organization, many of the 
quantifiable measures are not as clearly identified and defined as a for-profit entity.  For 
example, if a congregation is relatively small in stature, can it be deemed a success?  This is a 
difficult question to answer.  What if the organization is in a rural area of the nation and the 
population it serves does not justify a very large congregation?  A faith-based organization may 
be examined through the context of how many people it can serve based on the general 
population of the area.  If the church is “bursting at the seams” within its small walls, it could be 
perceived as a successful organization by serving parishioners at its current capacity.  
Institutional budgetary finances, reflected through weekly tithes, offerings, and gifts 
could be measured.  However, since the organization is not necessarily selling a service or 
attempting to make a profit, monies received would be difficult to quantify as a success.  Does a 
small church which successfully makes its budget every week identify as less successful than a 
large organization that brings in more funds yet does not cover its operating expenses?  It is an 
interesting parallel to compare this scenario to the parable of the widow’s mite.  “And He looked 
up and saw the rich putting their gifts into the treasury, and He saw also a certain poor widow 
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putting in two mites. So He said, Truly I say to you that this poor widow has put in more than all; 
for all these out of their abundance have put in offerings for God, but she out of her poverty put 
in all the livelihood that she had” (Luke 21:1-4, The New King James Version).  In this case, the 
widow gave everything she had for the cause of helping mankind.  Her offering was small in 
comparison to others; however, it held a greater meaning in the fact she gave more than she 
could financially afford.  We can draw a conclusion with the instance of smaller churches not 
having the same resource availability as larger faith-based organizations, yet their finances could 
provide the needs for the institution to flourish. 
Financial performance.  The financial bottom line is a quantifiable measure upon which 
corporations base their success (Zahra & Pearce, 1989).  The amount of money brought in is 
measured and analyzed in comparison to the operational expenses.  If a company receives 
massive amounts of sales revenue yet its operational costs outweigh incoming funds, would the 
organization be deemed as a success?  It would be unlikely.   
In the instance of a faith-based organization, money is given to the organization out of the 
spirit of servitude to the institution and its causes.  They are not selling any product per se.  
However, they are delivering or providing a service to the community.  When the offering plate 
is full of substantial assets and the organization does not meet budgetary requirements, then the 
organization could falter and eventually shut its doors.  However, if the money received is 
sufficient to cover operational costs, then the organization can continue to operate and provide 
services according to its potential capacity.  If additional services and offerings are provided 
based on development of new entities funded by surplus assets, then the organization could grow 
and expand its capacity of service.  This also could be considered a success.  
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Market share.  Market share is an important benchmark that defines a corporation’s 
success.  Companies that own a larger piece of the proverbial pie are generally more successful 
than their competition.  “Enterprises that have achieved a high share of the markets they serve 
are considerably more profitable than their smaller-share rivals” (Buzzell, Gale, & Sultan, 1975, 
p. 97).  A church might also fall under this qualifier for success.  A mega-church in a very large 
metropolitan area could possibly have a very large percentage of the available population attend 
as weekly parishioners.  However, additional churches located in the same geographical area 
could be struggling with survival by not tapping into the same population and garnering their 
attendance with similar accomplishment.  Competition is viable in the for-profit world and is 
evident in the study of religious worship-based organizations. 
In the same manner of analysis, small churches located in a rural or suburban area with a 
lower number of active members could have a large share of the market.  Share is dependent on 
the availability and size of the population it serves.  Whatever locale in which an institution 
resides, it is pertinent for the organization to desire the largest possible share of the market to 
facilitate possibilities of success.  Again, this is assuming that market share is a precursor to a 
successful religious organization. 
Employee engagement and job satisfaction.  Multiple studies within the human 
resource development field have been completed analyzing employee engagement and job 
satisfaction in the corporate environment.  Studies provide evidence that job satisfaction is a 
forerunner to success within an organization (Bretz & Judge, 1994).  How is job satisfaction of 
employees achieved in a business atmosphere?  Multiple qualities of human resource 
development, leadership abilities, and workforce cognition are variables that define the 
possibilities and probabilities of job satisfaction.  Very little information has been found which 
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examines the qualities of employee job satisfaction in churches.  As these types of entities strive 
for organizational success, it is pertinent to study and identify aspects of job satisfaction within 
their employees. 
Stakeholder gratification.  Fulfillment of the needs and wants of customers is a primary 
objective in for-profit establishments.  Questions arise in the corporate environment on whether 
customers are satisfied with the goods and services provided and is measured by market share 
and assets.  Furthermore, customer surveys also assist in painting a picture of how well the 
corporation is functioning with its delivery (Fornell, Johnson, Anderson, Cha, & Bryant, 1996).  
Many companies hold survey data about customer satisfaction in very high regard (Mihelis, 
Grigoroudis, Siskos, Politis, & Malandrakis, 2001).  This is evident with a high level of emphasis 
given to performance quadrant based systems in measuring how well stakeholders are satisfied 
(Mihelis et al., 2001).  
While customer satisfaction is a relatively simple or uncomplicated metric to gather in 
the profit-seeking environment, how does a worship-based organization measure stakeholder 
(i.e., parishioner) satisfaction?  Obviously, an organization such as this is not going to send out a 
survey after every Sunday pulpit delivered message.  However, it could implement some sort of 
feedback instrument available to its parishioners, or customers, electronically to garner opinions 
about its offerings.  On the other hand, if members of a congregation are not satisfied, they have 
the propensity to move to another congregation (Williams, 1992).  This would be a measurable 
facet by analyzing membership number changes. 
Developmental organization.  The realization of a developmental organization could be 
a signaler of achieved success.  A developmental organization, which has evolved beyond a 
learning entity, is considered a higher level institution based on human resources development 
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principles (Gilley & Gilley, 2000).  This has many facets that provide venues for success as 
employees are considered during decision-making processes.  This is the foray into stakeholder 
involvement and their wants and needs in a leader that will lead them to successful maturation. 
Ethical Traits that Stakeholders Desire in a Leader 
 Stakeholders usually have some sort of influence on how well an organization achieves 
its goals.  This is facilitated through sales and services to these customers or stakeholders that 
provide a line of profit.  Without someone to provide a product or service, there would be no 
reason to be in business.  In the corporate world if stakeholders are happy the business is more 
inclined to realize a profit and flourish within the industry.  The same could be said in a religious 
congregation.  The stakeholders, which include the churchgoers, have impact on how well the 
organization functions.  For instance, if the parishioners are satisfied with the church’s programs 
and services, then they have the tendency to continue attending and supporting the institution 
financially.  However, if they become distraught with how the organization provides its services, 
they are inclined to stop attending, quit giving tithes and offerings, and possibly move their 
membership to another organization (Roinila, 2005) or stop going to services altogether.  An 
organization must keep the stakeholders happy.   
Many times, the stakeholders are not pleased with the leadership that is in command of an 
organization.  When this happens, they have the tendency to lose interest in the organization and 
the institution suffers (Gabrani et al., 2016).  However, if the stakeholder has influence over who 
should command leadership roles, it could provide a benefit by implementing leadership the 
stakeholders tend to follow.  If someone influences the decision-making process with leader 
selection, would he not be more inclined to be satisfied with the leader and be willing to follow 
his direction?  There exist many ethical qualities which one would consider to be easy to follow.  
 32 
 
However, within the context of a religious organization, what would those be?  What would the 
ethical qualities be that would make a person want to follow a certain leader?    
Literature is not as readily available concerning theologically-based institutions as those 
in the private for-profit sector.  However, by studying corporate leaders’ ethical qualities one may 
be able to draw parallels between the corporate environment and religious organizations.  
Honesty.  An old saying exists that posits that honesty is the best policy.  Many 
executives hold in high regard the trait of honesty as important to a leader’s potential 
effectiveness (Treviño et al., 2000).  It is not rocket science that has discovered this aspect of 
morality.  It is a trait that many people hold dear as a qualifier for someone they would want to 
follow.  It would be strange to believe a religious organization would want to select someone as a 
senior leader who does not seem to be honest.  However, historically this has happened on 
occasion.  Anyone can point a finger at certain televangelists who have been caught with their 
proverbial hand in the cookie jar.  One has to remember that these television crusaders are not 
necessarily leaders of a particular congregational body. Instead, they are a creation of man’s 
greed and immorality.   
Integrity.  Integrity is “a component that distinguishes societies” (Waldman et al., 2006, 
p. 826) one from another.  It is evident both in a societal context and in the business world.  The 
traits of integrity are facets that allow for followership by stakeholders.  Biblically speaking, 
integrity as a base of morality is identified by the apostle Paul as a pertinent quality for worship 
leaders to possess.  “If a man is blameless, the husband of one wife, having faithful children not 
accused of dissipation or insubordination. For a bishop must be blameless, as a steward of God, 
not self-willed, not quick-tempered, not given to wine, not violent, not greedy for money, but 
hospitable, a lover of what is good, sober-minded, just, holy, self-controlled, holding fast the 
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faithful word as he has been taught, that he may be able, by sound doctrine, both to exhort and 
convict those who contradict” (Titus 1:6-9, The New King James Version).  Many religious 
organizations have adopted this scripture as one of the primary references in selecting leadership 
with integrity.  It has become a definition of integrity they operate by. 
Trustworthiness.  Trustworthiness is another trait that is advantageous for effective 
leadership.  “Interpersonal trustworthiness is an individual assessment of the likelihood that 
another party can be trusted to honor duties inherent within a perceived social contract existing 
between the parties” (Caldwell, Hayes, & Long, 2010, p. 500).  It was confirmed that 
trustworthiness of leadership has positive effect on employee engagement, organizational 
commitment, and success within the corporate environment (Colquitt, Scott, & LePine, 2007).    
Authenticity.  The trait of authenticity coincides with trustworthiness.  However, this is a 
very subjective quality in a business environment as it is based on observation by others.  How is 
someone considered authentic in a corporate environment?  Within the historical context of the 
Christian based organization, authenticity is based on the leader’s appointment to his position 
being influenced by the Divine (Fountain, 2004).  If worshippers believe their leader is called by 
God, then he is considered an authentic appointment for the institution.  Authenticity within a 
theological institution is easily recognized. 
Summary 
The purpose of this literature review was to analyze literature related to definitions of 
success, effective and ineffective leadership qualities, leadership theories, and personal traits of 
potentially productive leaders.  The review was facilitated based on the previous findings of the 
researcher that ineffective leadership influences church membership numbers negatively in the 
United States (Fowler, 2016).  A thorough search for literature related to effective religious 
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leadership qualities revealed a substantial gap in current research.  With this in mind, additional 
information was garnered concerning leadership in successful secular companies to compare and 
contrast perceived effective leadership qualities in a sacred organization.  Many themes were 
discovered and discussed. 
Before successful organizations can be analyzed, success should be defined.  In a for-
profit institution, many variables can be utilized to measure levels of success.  Financial 
performance, customer satisfaction scores, market share, and employee satisfaction are all 
variables that are quantifiable.  However, in a church setting where profit is not part of the 
equation, measuring success becomes quite subjective.  Membership numbers, monetary assets 
from weekly giving, and market share can be quantified to some extent.  However, without a 
readily identifiable benchmark to gauge success, it is difficult to specifically explain.  Additional 
research to assist defining what makes a religious organization successful should be instituted. 
Analysis of successful business organizations reveals that effective leadership is often at 
the helm directing the organization in the path to success.  What makes these leaders effective?  
Transactional and transformational leadership styles, passion, vision, and a spirit of teamwork 
define qualities of effective leadership in for-profit companies.  When these characteristics are 
employed by senior headship, the company has a greater possibility and probability of 
succeeding in its mission.  Many case studies have been compiled concerning effective 
leadership qualities in the corporate world.  However, are these qualities the same as in the 
sacred organization?  Uncovering the qualities of effective leadership in successful worship-
based organizations was the purpose of this study.  One would assume many of the facets of 
corporate effective leadership would be similar to religious organizations. 
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Ineffective leadership was also analyzed.  Multiple qualities from a lack of courage, 
authoritarian rule, inconsistent behavior, and lack of stability were uncovered.  These all have 
negative impacts on organizational health and employee well-being.  In a religious organizational 
setting, stakeholders may simply stop attending services if the leadership no longer can reach the 
congregation due to a lack of effectiveness.  In the end, this destroys the organization from 
within as it may eventually cease operations. 
Personal traits of leaders were also considered.  These qualities do not focus on how they 
lead the organization; instead, they are personal facets of how leaders operate in their daily lives.  
Stakeholders pay attention to the ethical qualities of those they follow.  Specifically, in a 
congregation of a religious nature, ethical and moral behavior is held to the highest regard in its 
leaders.  Will an organization continue to follow a pastor who may have questionable intentions 
outside the best interests of his religious congregation?  It would be difficult to propose this to be 
the case.  Willingness to follow a leader could also be influenced by the congregation’s abilities 
to assist in defining what abilities they deem are respectable for someone to lead the flock.  Do 
they have influence over who they believe can lead their organization?  Can they express those 
opinions as part of a process to select their potential leader?  The characteristics they believe to 
be of importance, which are implemented in the leadership, could provide the catalyst for the 
congregation to follow successfully and faithfully.   
Much of the literature discovered addressed general qualities of effective and ineffective 
leadership qualities and abilities.  The information can be used to further the research objective 
of providing a groundwork to establish a study to uncover qualities of religious organization 
leaders that garner success in their organizations.  It is of great importance to study this subject 
because many religious, worship-based entities are losing membership at a rapid pace.  It is a fact 
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that regular involvement in religiously related activities and service participation has a positive 
impact on mental health and stability.  To implement findings of effective leadership qualities 
into the religious organization arena, churches may have a better possibility to retain their current 
membership and grow into a larger service-based entity that can provide services to a larger 
audience.  This study utilized the information revealed in the literature review as the basis for 
qualitative interview questions.  The responses given by current and former organizational 
members assisted in framing the answers to the research questions the study proposed.  What 
qualities and traits of effective leadership define success in a religious based organization? By 
discovering and analyzing these qualities, one can address what type of leadership theory or 
theories the leader uses.  Much of the research to date has been facilitated within the corporate 
and secular non-profit world.  However, theories of leadership should be studied within a 
religious organizational context because of the lack of research completed.  Multiple theories 
could possibly be discovered within the research subject.  However, it is quite possible a singular 
or culmination of two or three of the four types of leadership theories could meld within the 
context of this research.  Figure 1 provides an illustration for the overall summary of the 
literature review. 
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Figure 1. Literature Summary 
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Chapter 3  
Design and Methods 
Introduction 
Chapter three includes information that is deemed necessary to define the methodology 
and design of the dissertation study (Terrell, 2016).  The purpose of the study, the roles of 
validity and reliability, and data analysis methods are discussed in detail to provide a foundation 
for the project. 
Purpose of the Study 
The purpose of this qualitative inductive research project was to identify qualities 
perceived by parishioners to be effective in pastoral leadership.  Also, a comparison was made 
between the general population of worshipers and their elected representatives who are seeking a 
new shepherd for the religious flock.  Results of the focus group sessions revealed that out of 51 
leadership quality themes, the top 10 themes represented nearly 50% of the responses and the top 
20 themes comprised over 60% of total answers.  As the foundation has been laid concerning 
what qualities a consensus of a congregation desires, the representation of the elected pastoral 
search committee members was a focal point of the research.   
To coincide with the actual qualities that were uncovered, an attempt to correlate these 
findings with particular leadership theory was part of the discovery.  For instance, were the 
findings from the interviews aligned with charismatic leadership theory or servant leadership 
theory?  Could it be both?  The question of whether the interviewees adhered to one, multiple, or 
no defined leadership theories was addressed in this study.   
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Research Questions 
Previous pilot studies were carried out to assist in developing this study’s guiding 
research questions.  This study sought to answer four questions which were based on preceding 
studies completed by the author.  During the course of the research project, the following three 
questions were deemed necessary for the primary investigator to address: 
1. What are the skills, knowledge, abilities, and qualifications desired in a senior pastor 
to effectively lead a religious organization?   
2. Why are the desired skills, knowledge, abilities, and qualifications important?  
3. What are the similarities and differences between the elected search committee’s 
desires and the at-large church congregation’s wishes?   
Overview of Pilot Studies’ Impact on Case Study Design 
Over the course of a year and a half, two pilot studies and an independent focus group 
consultation study were commissioned to facilitate direction and design of the case study.  The 
first pilot study conducted during the fall of 2016 (Fowler, 2016) was an exploratory 
investigation to discover the catalysts of organizational membership decline in a singular 
religious organization.  The study was approved by the Institutional Review Board at The 
University of Texas at Tyler under the direction of one of the dissertation committee members 
(see Appendix A).  The results of the pilot study were used to draw conclusions that ineffective 
leadership was the primary architect of membership decline. 
Ten purposely selected current and former church members and two members of the 
church staff participated in a qualitative survey that asked questions concerning the strengths and 
weaknesses of the organization (see Appendix B for the survey instrument).  Also, questions 
were formulated and utilized to uncover reasons why the parishioners attend or no longer attend 
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the organization’s services and activities. The questions were asked to define the following 
research questions: 
1. What are the strengths, weaknesses, opportunities, and threats of the religious 
organization? 
2. Why do parishioners choose to attend this church? 
3. Why do worshipers leave the congregation? 
 A Qualtrics interface was used by the participants to enter essay answers to the questions 
in the survey.  The data was extracted into a Microsoft Excel spreadsheet and converted to 
Microsoft Word format then applied into the MAXQDA12 qualitative software suite to assist in 
the coding of transcripts.  After coding was completed and similar themes were compiled and 
correlated, ineffective senior leadership was the primary factor revealed as the driving force 
behind parishioners leaving the congregation.  Immediately after the study was completed, the 
senior leader of the congregation announced his ministry service retirement.  However, this 
announcement was not driven by any of the results from the study, as the information was kept 
confidential and not shared with membership or church leadership.  Because of the senior 
leader’s exit, the organization became cognizant that a new director of the congregation was 
needed.  The search for a new pastor was to commence.  This event spurred a second pilot study 
to discover the desired qualities in a new senior pastor. 
The second pilot study was completed during spring 2017 under the direction of a 
qualitative research professor at The University of Texas at Tyler (Fowler, 2017b).  The study 
was approved by the university’s Institutional Review Board, as shown in Appendix C, and four 
participants were purposely chosen to participate in one-on-one, face-to-face semi-structured 
interviews.  Two organization staff members, an active deacon, and a senior elder of the 
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congregation participated in the interviews.  The focus of the study was to answer the following 
questions: 
1. What is the current climate and service abilities of the religious organization? 
2. What are the primary duties a pastor should be involved in on a weekly basis? 
3. What qualities are pertinent for the senior pastor of a church to possess, that will 
facilitate a strong organization? 
The sessions were completed over a three-week period at various locations that were 
accessible and convenient for the participants.  Interviews ranged between 40 to 55 minutes in 
duration.  The questions for the interviews were developed to better understand the current 
organizational climate, the duties a new pastor should be engaged with, and the qualities the 
participants believed the new leader should demonstrate (see Appendix D for the interview 
guide).  A triangulation method of observation was utilized for rigor.  Answers were typed into a 
computer-generated worksheet as they were given, an audio recording was captured on a digital 
media device, and visual observations of participant body language and engagement demeanor 
were hand-written in field notes on a legal pad.  
Findings from the study concluded that a new senior pastor was needed in the institution.  
Many of the answers reflected a service type of leadership model, as well as someone that is 
Christ centered.  Education was also a key element of the findings.  Most believed that the pastor 
should have at least a graduate degree from a seminary.  Also, they believed the pastor should 
have a hands-on approach to the ministry and be involved in all activities of the church while 
leading in an inclusive manner.  
A third study was facilitated over the summer and fall of 2017 and was an unpublished 
consulting assignment devised to discover the desired qualities in a new senior pastor (Fowler, 
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2017a).  A focus group approach was conducted involving 235 members of the congregation that 
is searching for a new pastor.  The purpose of the study was to assist a religious, worship-based 
organization with its search for a new leader.  Two primary questions were to be answered per 
the study’s requirements: 
1. What qualities or qualifiers should a potential senior pastor possess to successfully 
lead the congregation? 
2. How can the general population of the congregation assist the new pastor with the 
growth and health of the church? 
Eight sessions were held that asked the participants a series of seven questions (see Appendix E 
for the detailed interview guide): 
1. What makes a good/effective pastor? 
2. What are the primary duties the new pastor should perform? 
3. How should the new pastor lead? 
4. What qualifications/skills do you feel are most important for the new senior pastor to 
have? 
5. What personal demographics (age, education, experience, family status, etc.) are 
important for the new senior pastor to have? 
6. How can we help the new senior pastor with the spiritual health/growth of the 
church? 
7. What piece of advice would you give to the incoming senior pastor? 
Fowler (2017a) stated, 
 
A directive was issued, by the search committee chairman, to life group 
(Sunday school) leaders to coordinate with the pastoral search committee to 
 43 
 
provide a venue of question and answer sessions with each class.  Over the course 
of two months, eight separate sessions were completed with 235 life group 
member participants, of which 118 were male, and 117 were female.  Classes 
ranged in age from high school youth through retired senior adults. 
The seven questions were written on poster sheets, taped to a wall, with 
the vernacular hidden until the meetings commenced.  Each question was 
revealed, one at a time in sequential order, as the previous was completed.  Each 
focus group session lasted approximately 35-55 minutes each.  A triangulation 
observation method was utilized during each session.  The primary facilitator 
asked each question to the participants and wrote the answers on each poster 
sheet.  An additional assistant kept field notes to record the answers, as well as 
document personal observations of side conversations and overall participant 
engagement.  An audio recording was also utilized for transcription purposes.   
Each form of data was compiled to coincide with each focus group session. 
The focus group session data was entered into a qualitative software suite, 
MAXQDA12, to assist in informational organization to simplify the processes of 
thematic discovery and evaluation.  Commonalities within the texts were 
identified and manually coded into specific qualifying categories.  Over the 
course of data analysis, 51 themes were identified to coincide with 878 
individually coded segments (p. 4). 
 
Table 1 represents the top ten codes, or themes, of desired pastoral qualities in a new leader for 
the organization.  
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Table 1. Congregational Focus Group Top Ten Themes for Pastoral Leadership Qualities 
Theme Coded Segment Frequency % Coded Segments 
Available/Approachable/Authentic/Accounta
ble 57 6.49 
Relates To/Involves All Demographics 55 6.26 
Biblical Passion/Knowledge/Authority 54 6.15 
Inspired/Relevant Teaching 47 5.35 
God/Jesus Follower/Priority 40 4.56 
Confidence/Courage/Fearless 30 3.42 
Lead by Example 29 3.30 
Positive/Optimistic/Energetic/Charisma 29 3.30 
Congregation engagement/involvement 27 3.08 
Time Management/Organization 26 2.96 
 
For the purposes of this case study, a comparison was extracted of the top themes from 
the congregation and those of the pastoral search committee.  This case study utilized the same 
focus group questions to use with the participants of the search committee.  To coincide with the 
existing questions, additional discovery was undertaken by utilizing additional probing queries to 
uncover motivators for specific answers. 
Design of the Case Study 
This case study was qualitative and inductive in nature (Terrell, 2016), and followed the 
same discovery pattern as the first two pilot studies.  The subject matter involved a singular case 
study of a religious organization experiencing membership decline that is actively searching for a 
new senior pastor.  While singular case studies may have the stigma of not presenting much 
validity with contribution to general knowledge, this is not necessarily true (Flyvbjerg, 2006).  
This case study is significant to the author and has a potential impact on hundreds of 
parishioners.   
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The purpose of the study was to uncover the positive leadership qualities the pastor 
should possess and to discover why the participants think the qualities are pertinent.  What drives 
them to give the answers they do? 
Also, the study attempted to find similarity or consistency between the elected search 
committee and the congregation it represents.  Questions asked of the committee were the same 
as from the focus group sessions conducted with the membership of the case study organization.  
However, additional semi-structured questions followed the primary questions to discover a 
more granular perspective of how the answers were formulated.  
Because of this direction, an interpretive qualitative approach was employed (Merriam & 
Tisdell, 2015).  The subject matter was personal to the participants and spirituality may be a 
primary driver to the answers they provided (Perry, Brudney, Coursey, & Littlepage, 2008).  
However, this could be a major factor into the “why” that this study sought to answer. 
Research Context 
This case study used a traditional Protestant organization that has been in existence for 
over 50 years and is affiliated with the Southern Baptist Convention.  The church is located in a 
major metropolitan area in the southern United States and has been positioned in two geographic 
locations during its tenure as a community servicing organization.   
Membership participation has been in substantial decline over the past five years.  This 
has been attributed to multiple factors; however, the quality of leadership the organization 
exhibited during its decline was suggested as the primary factor for its demise.  A synopsis of the 
current organization provides a substantial perspective of the research context. Fowler (2017b) 
stated, 
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The Baptist church utilized in this research project, is a medium sized, traditional 
religious congregation with approximately 2,000 members.  It is located within a major 
metropolitan area in Texas.  The church provides weekly religious services to the 
community at large.  It also offers a child care center, with a large indoor playground 
facility, which is operated for children’s parties, and multiple family activities.  This 
organization is also vastly involved with ministering to prison families through a non-
profit organization.  They provide clothing, meals, emotional, and spiritual support to 
children and spouses of incarcerated individuals.  The church also hosts numerous 
activities concerning family involvement and personal enrichment.  Participation is 
encouraged by offering men’s and women’s bible studies programs, mother’s day out, 
senior citizen musical ensemble, rhythm band, choir, praise team, orchestra, theater, 
technical team ministries, life groups (Sunday school), shut-in ministry, preschool, and 
youth groups.  The religious organization at one time operated a private Christian high 
school on its campus.  However, since membership and support has been in decline, the 
school ceased to exist.  The church is a member of the Southern Baptists of Texas 
Convention association.  However, it no longer advertises its affiliation on the location’s 
marquee, and this is a common trend within the current religious community (Von Der 
Ruhr & Daniels, 2012).  Through outreach programs, which address the necessities of the 
local citizens, including holiday presentation activities, visitation programs, and child 
care, the church has established itself as a resource providing substantial offerings to 
those in need.  These contributions are evident within the church’s mission to love Christ, 
love each other, and serve the world.  Through this mission, the church’s vision, as 
communicated by a senior member of the worship staff, is to serve the community in a 
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manner that reflects the love of Christ and to love and serve our fellow man.  The mission, 
as well as the vision of the church, are service based (Fowler, 2016). 
The church has resided in its current location since 1986, when a new building 
was constructed, and the organization moved from its previous location, situated three 
miles south of the current locale.  The church’s senior pastor, who served the 
congregation for more than thirty years, recently announced his retirement, and the 
church is currently in the process of searching for a new trailblazer.  While the 
congregation currently maintains an enrollment of approximately 2,000 members (800 
active), it is important to note this is a reduction from the nearly 5,000 members it 
boasted approximately five years ago.  At that time, two services were offered every 
Sunday in the sanctuary, which seats 1,100 patrons, and both sessions were usually 
carrying approximately eighty-five percent capacity.  Today, the church offers a 
combination traditional and contemporary service on Sundays, and the auditorium is only 
about thirty-five percent occupied.  The church has been in decline for a number of years, 
and much of the reason is based on the performance of the previous pastor (Fowler, 
2016).  With no leader at the helm, the search has begun to find a successor.  This is a 
difficult task, however important.  As in business, it is pertinent for the church to choose 
an effective leader (Silzer, Church, Rotolo, & Scott, 2016) to improve its diminished 
probabilities of survival (p. 5-7). 
The organization formed a search committee to assist with finding a new leader for the 
worship-based institution.  Over a period of several months internal studies were completed, 
including the focus group report, to assist with building a pastoral profile.  Quantitative surveys 
were completed by the congregation, compiled, and analyzed by members of the search 
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committee.  Also, a S.W.O.T. analysis was initiated by the leader of the committee to define areas 
of strength and improvement for the institution.  The results were made available to the 
congregation and this knowledge is in the public domain.   
At the time of this study, the pastoral search committee was in the primary stages of 
seeking the leader for the congregation.  They had begun receiving resume submissions from 
potential pastors and reviewed potential interviewees’ qualifications in an ongoing manner.  
Based on the information generated from the research completed within the organization, a 
sorting process by the committee included direction from the information garnered.  However, 
this case study was an attempt to validate if the known information influenced the search 
committee’s desires and wants for qualities in a new senior leader.  For this reason, an 
interpretive (Merriam & Tisdell, 2015) approach to the analysis was performed by the primary 
investigator to support the findings.   
Sample Selection 
“There are several debates concerning what sample size is the right size for such 
endeavors. Most scholars argue that the concept of saturation is the most important factor to 
think about when mulling over sample size decisions in qualitative research” (Dworkin, 2012, p. 
1319).  This was a specific case study for one organization at a critical time in its developmental 
and transitional journey and involved a purposeful selection of sample.  The criteria of sample 
size for this study was not a consideration outside the context of saturation.  The sample of the 
research project was based on the actual number of pastoral search committee members that were 
elected to serve by the organization’s congregation.  However, a size of at least five members 
should provide minimum necessary validity (Dworkin, 2012).  The ecclesiastical body at-large 
elected the members of the search committee.  A transitional team implemented a ballot process 
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to provide candidates for whom the members could vote.  A total of 20 names were presented on 
a ballot and write-in candidates were allowed.  Over a period of a month, ballots were received 
during Sunday worship services, collected, tallied, and the top nine vote receivers were assigned 
to the committee.  Also, two alternates were chosen who were the tenth and eleventh top vote 
receivers.  
The nine members of the committee consisted of seven males and two females, and the 
two alternates were males.  Every member of the committee was interviewed regardless of 
anticipatory saturation and provided a clear picture of just how cohesive the committee was with 
the ones that elected them.  If a committee member was not able or refused to participate, one of 
the alternates could have been used.  
The approach to inform the committee members of the study was individually face to 
face and by email.  The researcher is a member of the congregation and is familiar with all 
members of the committee.  He has frequent opportunities to interact with the potential 
participants on a weekly basis during Sunday service offerings.  The researcher asked each 
member for their willingness to participate via in-person communication.  Following vocal 
confirmation, the researcher sent an email to the entire committee to ask for their participation in 
the study. The email was addressed to the committee leader with others on blind carbon copy.  
Scheduling of interviews commenced once the proposal defense was completed and 
confirmation from the Institutional Review Board was granted for the study (see Appendix F).  
All nine members of the search committee agreed to participate in the study.  A list of the 
participants with their demographic information is shown in Table 2. 
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Table 2. Pastoral Search Committee Members Interview Participants 
Participant 
Number Gender Age 
Organization 
Tenure in Years Organizational Involvement 
     
P1 Male 71 29 
Former staff, deacon, life groups, 
men's fraternity, prison ministry, 
personnel committee, community 
outreach 
P2 Male 64 28 
Deacon, life group teacher, choir, 
men's fraternity, finance 
committee, personnel committee, 
community outreach 
P3 Female 40 8 
Women's ministry, life groups, 
community outreach, children's 
ministry 
P4 Male 58 15 
Deacon, life groups, men's 
fraternity, prison ministry, men's 
prayer group, community outreach  
P5 Female 45 10 
Women's ministry, life groups, 
choir, community outreach, prison 
ministry 
P6 Male 76 42 
Deacon, life groups, men's 
fraternity, finance committee 
P7 Male 70 15 
Deacon chairman, life group 
teacher, choir, men's fraternity, 
prison ministry, finance committee, 
personnel committee, community 
outreach 
P8 Male 64 43 
Deacon, life groups, men's 
fraternity, prison ministry, 
community outreach 
P9 Male 58 27 
Deacon, life group teacher, men's 
fraternity, prison ministry 
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Role of the Researcher 
Because of the author’s involvement within the organization, it was imperative to remove 
personal feelings and possible biases to promote validity of the study.  The researcher has been a 
member of the denomination for his entire 49 years of life and a member of the study’s 
organization for over ten years.  The researcher is an active member and is heavily involved in 
the music ministry of the case study organization on a weekly basis.  Most Sundays, he is in front 
of the congregation as a choir member and is often featured as a vocal soloist.  He has a rapport 
with the congregational members as well as many members of the organization’s staff.    He has 
witnessed the institution’s decline over the years and has personally participated in discovering 
facilitators of its demise.  
It is possible that the likelihood of researcher bias in a study increases when someone 
who is very close to the subject matter and the participants is the principal investigator.  
“Researcher bias tends to result from selective observation and selective recording of 
information, and also from allowing one’s personal views and perspectives to affect how data are 
interpreted and how research is conducted” (Johnson, 1997, p. 284).  A series of self-imposed 
checks and balances were utilized by the researcher during the pilot study to control bias.  
Meditation and prayer before conducting interviews to facilitate a removal of “self” before 
engagement was practiced by the investigator.  These forms of self-realization have a calming 
effect (Pace et al., 2009) that allow the mind to be cleared of extraneous information or “noise” 
so the researcher has an unclouded direction to conduct unbiased studies.    
During the coding and analysis processes, the investigator diminished researcher bias by 
using examples of previous research assignments in which he was not so closely involved or 
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personally invested.  By drawing on those examples and comparing them to the current work, a 
balance was maintained.   
Approach to Data Collection 
The primary investigator conducted semi-structured, inductive interviews.  A semi-
structured format allows for degrees of freedom during the process.  Qualitative data collection 
allows for more flexibility than what is found in quantitative research (Johnson, 1997).  Face-to-
face interviews were employed with each of the committee members.   Convenient locations for 
the participant and interviewer were agreed upon and interviews took place over a two-week 
period. Each session lasted approximately 25 to 60 minutes.  In previous studies interviews were 
facilitated on the organization’s campus which was a suitable location for participants.  A closed 
empty classroom with a standard six chair office table was used to conduct the qualitative 
research. 
An audio recording with a digital device was utilized for transcription purposes.  The 
researcher also used a laptop computer to manually type in answers to the questions and used a 
legal pad to write down visible observations.  By using these three processes, a triangulation 
(Senge, 1993) method of observation was employed, which augments the study’s validity. 
Data Collection Procedures   
 An Institutional Review Board application at The University of Texas at Tyler was filed 
for the investigator to commence research (see Appendix G).  Approval was granted, and the 
researcher contacted each of the participants by email to schedule an interview.  The email 
message originated from the researcher’s university student account.  The investigator allowed a 
week for answers from the potential participants.  However, the nine members of the committee 
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were contacted in-person to garner audible verification.  The response rate was 100% 
participation. 
 During the interviews, an available classroom at the organization’s campus was used for 
collection procedures.  A similar structure to the pilot studies was employed as a face-to-face 
session sitting across from each other was utilized.  Field notes, including visible observations, 
were recorded on a legal pad by hand and later transcribed.  A digital audio recording in MP3 
format was used and uploaded into cloud-based voice recognition transcription software.  
Trint.com is a suite of transcription services that allow a manual upload of audio files over an 
encrypted and secure socket layer (SSL) connection.  The process takes approximately five to ten 
minutes to complete, depending on the file size that is uploaded.  The software suite produces a 
Microsoft Word file of the transcription from the audio file.  From previous experiences, and the 
current study, the accuracy rate is about 85%.  The transcription was reviewed with the audio 
recording to edit any discrepancies between the exported transcription and the audio file.   
During the time of the interview, the interviewer typed in the answers to the questions he was 
asking into a computer spreadsheet on a password protected, information encrypted laptop for 
security purposes.  The researcher was the only one involved with verifying the initial 
transcription from the voice recognition software, editing the text documents, and analyzing the 
data.  Edited transcripts were sent to the participants for review.  No instances of necessary 
changes to the text were realized from the interviewees.  
 During the process of data collection, an interview guide was used to coincide with the 
research questions the researcher defined.  The questions, which were formulated based on the 
two pilot studies and the focus group consulting assignment, are in the interview guide in 
Appendix H.  The first five questions in the interview guide included follow up questions that 
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answer the second research question.  For example, question number one was followed by 
question number eight in the interview guide.  This is true for each of the follow up questions 
eight through 12.  Interview question number 13 was utilized to procure more granular responses 
for research question two.  The third research question was used to conduct a comparative 
analysis of the interviewees and the organizational focus group results.   
 The purpose of the study was to answer three questions.  The research interview guide 
was an attempt to uncover the answers to the research questions.  The first research question 
concerned qualities desired in a senior pastor: 
Q1.  What are the skills, knowledge, abilities, and qualifications desired in a senior pastor 
to effectively lead a religious organization?   
The following questions in the interview guide helped discover the answers to this 
question.  It should be noted that these are the same primary questions asked of the focus group 
and are used for comparative purposes.  They included the following questions in the interview 
guide: 
1. What makes a good/effective pastor?  
2. What are the primary duties the new pastor should perform?  
3. How should the new pastor lead?  
4. What qualifications/skills do you feel are most important for the new senior pastor to 
have?  
5. What personal demographics (age, education, experience, family status, etc.) are 
important for the new senior pastor to have?  
6. How can we help the new senior pastor with the spiritual health/growth of the 
church? 
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7. What piece of advice would you give to the incoming senior pastor?  
The second research question in the case study was:  
Q2.  Why are the desired skills, knowledge, abilities, and qualifications important? 
This research question was answered by the follow-up questions during the semi-structured 
interviews.  These questions included: 
1. How do the qualities for the pastor in the answer(s) you gave provide a venue for him 
to be a good and/or effective pastor? 
2. What are the reasons you provided those answers? 
3. Why is the leadership style you proclaimed to be appropriate of the correct way for 
him to lead the congregation? 
4. Regarding the skills the pastor should have, why are those important? 
5. How is his educational level and demographics important to his potential success in 
the organization? 
The last question of the interview is significant as it was designed to cause the interviewee to 
reflect on his or her opinions and the possible influence of previous cognition of congregational 
wants on his or her personal desires.  The question within the interview guide stated: 
1. As a member of the pastoral search committee, you have been witness to the data 
from the congregational focus group sessions.  Do you believe with the information 
you have that your answers to these questions have been influenced?  If so, how have 
they been? 
The third and final question of the research study was to ascertain whether the answers 
the search committee gave were similar to the congregation’s.   
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Q3.  What are the similarities and differences between the elected search committee’s 
desires and the at-large church congregation’s wishes? 
The answer to this research question was derived during a comparison of the data analysis from 
the focus group study and the dissertation case study project.   
All data was compiled into workable MS Word format and entered into MAXQDA12 
qualitative software for organizational and ease of coding purposes.  Analysis commenced by 
identifying similar thematic instances and analyzing their frequencies. 
Approach to Data Analysis 
Qualitative research has many degrees of freedom with flexibility when analyzing data 
(Merriam & Tisdell, 2015).  By design, the data was analyzed in an inductive manner by 
implementing an interpretive phenomenological analysis, or IPA.  This methodology was used to 
analyze the why of the interviewees’ views.  IPA provided a granular discovery vehicle by 
delving deeply into the motivators for the participants to act the way they did (Larkin, Watts, & 
Clifton, 2006).  According to Arroll and Senior (2008) 
IPA is not interested in producing an objective record of an object or event, but is 
concerned with individuals’ personal accounts, i.e., the way in which they behave or think 
of that object or event.  The process of IPA is case-by-case analysis followed by 
comparison across cases. This method consists of a number of stages. To begin with, one 
transcript was read thoroughly and repeatedly, which permitted the researcher to become 
familiar with the account, as each additional reading tended to evoke new insights. Initial 
coding then entailed noting down anything of interest, interpretations and making 
summaries of ideas. From this stage recurrent themes were extracted, with key words or 
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phrases that captured the essence of the content acting as codes. This procedure was then 
repeated for each transcript” (p. 447).    
Coding followed this design and the style was adhered to during the pilot studies and 
focus group consultation pieces.  Each transcript was studied on an individual basis within the 
MAXQDA12 qualitative software interface.  Thematic similarities were color coded and labeled 
with a one or two-word connotation for simplicity.  Afterwards, thematic commonalities were 
grouped into similar base profiles and analyzed for frequency.   
Following the focus group study, this research compared commonalities within both 
studies.  Identification of each theme in the focus group study included 51 separate categories 
and was counted and sorted through a Microsoft Excel extraction and calculation.  By 
comparison, if the committee members’ data is similar to the analysis output of the general 
population of the church, then it will be evident the congregation elected the correct personnel to 
search out a new leader for the congregation.   
Qualitative Research Validity and Reliability 
 “The notion of validity in qualitative research has been championed, translated, exceled, 
redeemed, and surpassed.  Whereas it can be established that rigor is essential to any scientific 
endeavor to ensure validity, what this is called and how to ensure it is not so clear” (Whittemore, 
Chase, & Mandle, 2001, p. 527).  Clarity in qualitative research in terms of validity can be 
subject to interrogation in comparison to quantitative processes.  Because of freedom of 
interpretation that is not restricted by rigorous mathematical laws, certain properties of research 
should be followed to enhance validity. 
 This study implemented a strategy of personal checks and balances for the investigator 
during the interview process.  Stated earlier, self-reflection before engagement with interview 
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participants provided self-realization of possible bias-producing qualities.  However, validity and 
reliability within the research context can be augmented by putting these practices into play.  
 Great care and time is necessary when analyzing the data during the research project 
(Merriam & Tisdell, 2015).  Qualitative research is not a simple dump of numerical data into a 
software suite with an export of results extruded.  It is a time-consuming process that requires 
objectivity and organization.   
 Since all members of the search committee agreed to participate in the study, the sample 
should suffice for a minimum count required for reliability and validity.  As a rule of thumb, a 
minimum of five participants is necessary to promote redundancy or saturation of the data set 
(Dworkin, 2012). 
 The author also engaged the participants in the validity practices.  For instance, after the 
interviews were completed, transcripts were given to the participants to review for accuracy.  
Also, coding was checked against the perceptions of the participants.  If any discrepancies 
existed, the transcripts and/or coding were edited and added to the analysis. 
 “The notion of reliability with regard to instrumentation can be applied to qualitative 
research in a sense similar to its meaning in traditional research.  Just as a quantitative researcher 
refines instruments and uses statistical techniques to ensure reliability, so too the human 
instrument can become more reliable through training and practice” (Merriam & Tisdell, 2015, p. 
251).  Reliability is the instance of consistency being addressed.  To ensure this quality is 
delivered, the researcher used the same data files for the interviews and they were encrypted on a 
password protected computer.  This diminished the chance of corruption during the research 
process and kept a state of consistency during the study. 
 59 
 
During qualitative research facilitation, an audit trail is often used to assist in the 
consistency or reliability of the study.  “Just as an auditor authenticates the accounts of a 
business, independent readers can authenticate the findings of a study by following the trail of 
the researcher” (Merriam & Tisdell, 2015, p. 252).  The author created a log to illustrate each 
step of the research process.  Also, any communication with the participants was be direct and no 
second or third-party messages were utilized.  
Limitations 
 Practically all research has some obvious observable limitations and it is a researcher’s 
responsibility to report them (Price & Murnan, 2004).  However, qualitative case studies often 
receive more criticism of limitations over other forms of research (Flyvbjerg, 2006), even though 
this could be a biased opinion.  This case study, by its obvious singular nature, has limitations 
that should be noted. 
 The study is a one point in time observation of one organization.  It is possible that the 
one organization’s findings could not have validity with other churches.  Also, other 
denominations could have dissimilar results than the one chosen for this study.  It is also possible 
that a longer study could provide a different set of outcomes.  It might be interesting to formulate 
a study over a longer tenure and facilitate a comparison of the two. 
 The sample used in the study could also have limitations.  It is possible that a different 
purposeful sample would produce diverse data.  However, because of the nature of this study, the 
participants chosen were necessary for the research to be relevant to the case. 
Summary of the Chapter 
An introductory piece was the first section of the chapter to help provide a venue for 
detailed discussion.  Following the introduction, research questions were defined, and pilot 
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studies were discussed in the context of their influences on the design of the current case study.  
The research design was formulated as well as discussion on data collection and analysis.  To 
close the chapter, validity and limitations were addressed.  Additional information concerning 
data collection and analysis is included within chapter four of the dissertation.  The data 
collection and analysis are evolutionary processes (Long & Johnson, 2000) and are augmented in 
the case study text.   
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Chapter 4 
Results 
Chapter four presents the results from the analysis of the data gleaned from nine 
qualitative interviews from all members of the pastoral search committee.  Multiple themes 
emerged during the research analysis process and were driven by the interview questions that 
addressed the focus of the first two research questions: What are the skills, knowledge, abilities, 
and qualifications desired in a senior pastor to effectively lead a religious organization? and 
Why are the desired skills, knowledge, abilities, and qualifications important?  A comparison of 
these themes with the congregation focus groups’ themes was utilized to answer the third 
research question: What are the similarities and differences between the elected search 
committee’s desires and the at-large church congregation’s wishes?  
Background to Committee Members’ Cognition 
Each committee member was selected by the congregation to represent their needs and 
wants because of their visibility, tenure, and participation within the organization.  Because of 
their extensive tenure and experience within the institution, the committee members 
demonstrated augmented cognition of the organization and how it operates.  These qualities 
allowed for well-informed reflection before voicing their opinions regarding desired qualities for 
a senior leader of their institution.  
Data Analysis 
Nine text documents were analyzed during the process of determining emergent themes 
concerning desired pastoral qualities and their importance.  Saturation was achieved after the 
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fifth interview’s analysis as no additional themes developed during the remaining four sessions.  
Two different approaches of analysis were completed with the MAXQDA12 software suite.  The 
first analysis included answers from the first seven questions of the interview which addressed 
desired pastoral qualities.  The second analysis was comprised of answers from the follow up 
questions that uncovered the importance of the qualities and the drivers for the answers during 
the first part of the interview.  This resulted in 722 individually coded segments that were 
exposed and grouped into 51 diverse motifs.  In addition, 38 themes within 617 coding instances 
related to the desired qualities in a senior pastor and 13 themes within 105 coding instances 
regarded their importance and the drivers influencing those desires.   Table 3 exemplifies the 38 
themes in relation to desired qualities in a senior pastor for the organization and their percentage 
of frequency within the 617 coded instances. 
Table 3. Total Pastoral Qualities Thematic Instances 
Thematic Code Alias 
n=617 
% Coded 
Segments 
  
God/Jesus Follower/Priority 7.94 
Biblical Passion/Knowledge/Authority 7.94 
Congregation engagement/involvement 7.46 
Servant 6.97 
Inspired/Relevant Teaching 6.65 
Relates To/Involves All Demographics 5.19 
Available/Approachable/Authentic/Accountable 4.21 
Family Life/Priority 4.05 
Personal Development 3.40 
Discipleship/Spiritual Gift Development 3.08 
Well Educated 2.92 
Previous Sr Pastoral Experience 2.92 
35-45 Relatively Young 2.92 
Workability With/Development of Staff 2.92 
Seminary Training 2.59 
Time Management/Organization 2.59 
Strong Prayer Life 2.43 
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Community Involvement 2.27 
Shepherd 2.27 
Loves People 2.11 
Effective Delegation 2.11 
Evangelism 1.94 
Vision 1.78 
Visitation 1.30 
Confidence/Courage/Fearless 1.30 
Lead by Example 1.13 
Respect Finances/Operational Transparency 0.97 
Good Listener 0.97 
Ministry Commitment 0.97 
Patience 0.81 
Humility 0.65 
Happily Married 0.65 
Positive/Optimistic/Energetic/Charisma 0.65 
Good Communicator 0.49 
Compassionate 0.49 
Winning Souls 0.49 
Flexible/Open to Change 0.32 
Dedication to Call/Mission 0.16 
 
Table 4 provides 13 themes across 105 coded segments illustrating answers to the second 
research question regarding the importance of the pastoral qualities and the reasons why these 
instances were voiced. 
Table 4. Importance of Themes and Drivers of Committee’s Opinions 
Thematic Code Alias % Coded 
Segments n=105 
    
Broader Understanding of Congregational Wants 15.24 
Servant - Inclusive/People Respond Better/Needs Based 13.33 
Committee Desire to Represent the Congregation 10.48 
Future of Church/Longevity 9.52 
Seminary/Education- Biblical Foundation/Broader Knowledge 7.62 
Validated Previous Beliefs 7.62 
Relation to Congregation/Easier to Follow 7.62 
God Follower/Priority - Pastoral Calling 6.67 
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Relevant Teaching - Pastoral Calling 5.71 
Experience - Immediate Need for Organizational Growth 4.76 
Servant - Biblical/Christ Like 4.76 
Relevant Teaching - Changes Lives/Congregation Closer to God 3.81 
Relate to All Demographics - Ease of 
Understanding/Receptiveness 
2.86 
  
 
A breakdown of thematic instances by interview question provides a foundation for discussion. 
Pastoral Qualities Emergent Themes   
The data analyzed during the research project provided 38 themes concerning the skills, 
knowledge, abilities, and qualifications addressing the first research question related to the skills, 
knowledge, abilities, and qualifications desired in a senior pastor to effectively lead a religious 
organization.  The first five interview questions provided opportunities for open dialogue that 
exposed the emergent themes relative to these qualities. 
Interview question one.  The first interview question was What makes a good or 
effective pastor?  This allowed for quite subjective answers and several themes emerged from 
analysis of the discussion.  The top five thematic instances are illustrated in Table 5. 
Table 5. Effective Pastor Themes 
Thematic Code Alias Number of Coded 
Segments n = 197 
God/Jesus Follower/Priority 49 
Biblical Passion/Knowledge/Authority 49 
Inspired/Relevant Teaching 41 
Relates To/Involves All Demographics 32 
Available/Approachable/Authentic/Accountable 26 
 
God/Jesus follower/priority.  The first theme concerned the potential pastor’s abilities to 
be a follower of God and Jesus and for them to be priorities in his life.  There were 49 instances 
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coded within the nine interviews.  All nine text documents included at least one instance of this 
theme.  Text extracts of this theme are in Table 6. 
Table 6. God/Jesus Follower/Priority 
Participant Text Extract 
P2 
First of all, I think he has to have a strong love 
for the Lord 
P3 A man of God 
P4 heart for the lord. I mean it's just that simple. I 
mean that's you know that's job one 
P5 base every decision on what Jesus would say 
P7 First of all, put God first 
 
Biblical passion, knowledge, and authority.  This theme had the same numbers of 
instances as the previous theme regarding how the new pastor should embrace following God 
and having him as a priority in his life. The theme of biblical passion, knowledge, and authority 
encompasses having a basis in bible scholarship as well as passion for its teaching and its 
unwavering authority as being the word of God.  Extracts from several participants are illustrated 
in Table 7. 
Table 7. Biblical Passion/Knowledge/Authority 
Participant Text Extract 
P2 He needs to have a handle on the Word of God 
P5 knowledge of the word 
P6 I believe that the primary thing that he should be doing is studying the word 
P8 understanding God's word 
P9 
claim the word is the inherent infallible word 
of God 
 
Inspired and relevant teaching.  The next most common theme within the first interview 
question was inspired and relevant teaching.  This included study for delivering a Sunday sermon 
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and the ability to deliver a message that is applicable to the congregation’s daily lives and needs.  
Table 8 includes extracts from interview participants regarding the pastor’s abilities to deliver a 
relevant and inspired message. 
Table 8. Inspired and Relevant Teaching 
Participant Text Extract 
P1 
In the preaching, apply it first and foremost to 
your own personal life, and then toward the 
work in ministry that you're a part of. 
P2 He is an effective preacher on Sundays 
P3 To preach God's word 
P4 You know he should be taking care of the 
weekly sermons you know he should be there 
and doing that perfectly so that he's conveying 
the message that the Lord has for the 
congregation for that week whatever that may 
be 
P7 First of all is strong preparation for leading the congregation, in scripture-based sermons 
 
Relates to and involves all demographics.  The fourth most frequent theme discovered 
when asking participants what they believe makes an effective pastor was his ability to relate to 
and involve all demographics.  This could be in the context of all age groups, races, and socio-
economic factors.  Extracts are provided in Table 9. 
Table 9. Relates To/Involves All Demographics 
Participant Text Extract 
P2 second of all I think he has to be able to 
appeal to the whole congregation 
P4 he can relate to everybody 
P6 
To really relate to all the congregation, to all 
demographics, to all ages from cradle babies 
up to the old is in there that they can relate to 
them and minister to them.  
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P7 
to the various groups that make up the body 
itself not just be concentrating on one group 
the seniors or the middle aged or one of the 
others. Not only concentrate on one.  
P8 you have to deal with that type age group 
differently than you would one of the others 
 
Available, approachable, authentic, and accountable.  The fifth most common theme 
that emerged in response to this interview question was a conglomeration of similar base profile 
skills and abilities.  These included his availability and approachability for the congregation.  
Personal qualities of authenticity, or a truthful leader, and accountability were also included.  
The last of the major themes the interviewees believed a good or effective pastor should possess 
are illustrated in the discussion excerpts of Table 10. 
Table 10. Available/Approachable/Authentic/Accountable 
Participant Text Extract 
P2 accountability for this pastor 
P3 also, I think he needs to be open and 
approachable 
P7 So, making himself available  
P9 someone who is available who has an open-door policy so to speak 
P4 has to be held accountable 
 
Interview question two.  The second interview question was What are the primary 
duties the new pastor should perform?  The question was directed to find out what parishioners 
believe the new pastor should be doing as part of his job function.  These could include weekly 
tasks to overall congregational development.  Many answers for this question were also 
answered with the first interview question.  However, the following themes emerged as the 
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primary duties the pastor should perform.  The top five thematic instances are illustrated in Table 
11. 
Table 11. Pastoral Duties Themes 
Thematic Code Alias Number of Coded 
Segments n=101 
Inspired/Relevant Teaching 41 
Discipleship/Spiritual Gift Development 19 
Workability With/Development of Staff 18 
Evangelism 12 
Vision 11 
 
Inspired and relevant teaching.  This theme was also common to the first interview 
question pertaining to what makes a good or effective pastor.  The theme of inspired and relevant 
teaching also coincided with the anticipated duties in which the new pastor should be engaged.  
Without question, the consensus of the interviewees was that his preparation for and delivery of a 
personally relevant sermon on Sundays was the most important activity.  Text extracts are 
included in Table 12. 
Table 12. Inspired and Relevant Teaching 
Participant Text Extract 
P1 To preach and preaching God's word every 
week. 
P2 teacher on Wednesday nights 
P3 I think of course preaching 
P4 You know, preach the whole word of God 
P5 Preach the word 
 
Discipleship and spiritual gift development.  Another theme that emerged during the 
analysis of pastoral duties was the feeling that the pastor should be in involved in developing the 
congregation.  This can include instances outside of the normal Sunday sermon and mid-week 
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bible study sessions that enhance the spiritual gifts and discipleship opportunities for the 
members of the institution.  Table 13 includes quotes involving this theme. 
Table 13. Discipleship/Spiritual Gift Development 
Participant Text Extract 
P1 equipping the saints for ministry 
P2 And if he is growing and he could share that with us 
P3 Because we're all supposed to be growing 
closer and closer to being like Christ 
P7 All of the groups for the church to continue to grow and move forward.  
P8 I want to be trained to do the ministry 
 
Workability with and development of church staff.  The members of the search 
committee also believed the senior pastor’s ability to work with and develop the church staff was 
an important part of his weekly duties.  These are evident in the Table 14 excerpts.  
Table 14. Workability With/Development of Staff 
Participant Text Extract 
P1 giving leadership to our church staff 
P2 he has to oversee the staff 
P4 the staff, he needs to be involved in overseeing that 
P6 
Well I think he should be able to meet with 
the staff and direct them in the way that he 
sees the Lord directing them and not let them 
go out on their own chasing rabbits 
P7 
I would expect him to have a weekly staff 
meeting with the individuals that are under 
him or under his guidance 
 
Evangelism.  Participants believed the senior leader should be involved in evangelistic 
practices.  These practices may include members of the congregation and staff working in 
 70 
 
conjunction with the pastor.  Instances of evangelism are evident in extracts from the interviews 
shown in Table 15. 
Table 15. Evangelism 
Participant Text Extract 
P3 To go out and to spread the Gospel 
P3 Needs to have a little bit of that evangelism 
P4 wanting to promote the Lord's kingdom by reaching out and trying to reach the lost 
P8 outreach and evangelism 
P9 he needs to have the gift of evangelism 
 
Vision.  A primary theme of pastoral duties also included vision.  The interviewees 
believed the new pastor should be involved with casting a vision for the congregation and be 
visionary in his attributes of conducting his assigned duties.  This quality is found in the 
discussion extracts located in Table 16. 
Table 16. Vision 
Participant Text Extract 
P6 he's got to understand when and where to go 
P2 set a vision for the future 
P4 can see a big picture 
P8 needs to be visionary 
P9 
he takes that vision and gives it to the church 
that passes it on down so to speak, a visionary 
type leader 
 
 Interview question three.  The third interview question was How should the new pastor 
lead?  The question was utilized to determine facets of leadership abilities the new senior pastor 
should possess.  Many of the answers were given during additional periods of the interview.  
However, the leadership abilities and qualities were addressed with the top thematic instances 
listed with frequency in Table 17.   
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Table 17. Leadership Themes 
Thematic Code Alias Number of Coded 
Segments n=140 
Congregation Engagement/Involvement 46 
Servant 43 
Personal Development 21 
Time Management/Organization 16 
Shepherd 14 
 
Congregation engagement and involvement.  This theme emerged as one of the top three 
ranked qualities during the study.  Parishioners believed they should be engaged and involved in 
the leadership processes of the organization.  This is quite evident in the extracts shown in Table 
18. 
Table 18. Congregation Engagement/Involvement 
Participant Text Extract 
P1  to know his people, know people of the church 
P2 congregational needs 
P2 so really the congregation is very important 
P4 get the congregation involved 
P5 know his congregation  
 
Servant.  The servant leader was a primary underpinning for the entire study.  While there 
are many instances of servant leadership qualities throughout the text of the analysis, these 
excerpts primarily addressed the servant vernacular.  In other words, there were many qualities 
that fall under servant leadership.  However, these are the instances when the particular servant 
designation was used during the process of asking this particular question about leadership.  
Examples are evident in Table 19. 
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Table 19. Servant 
Participant Text Extract 
P2 attentive to their needs 
P4 as a servant leader as well 
P5 through servanthood 
P6 with the needs of the congregation 
P8 But he serves he's a servant person 
 
Personal development.  The new senior pastor should exemplify leading through his 
personal development.  He should incorporate this quality through continuous learning and 
improvement.  The instances of this theme are revealed in the examples found in Table 20. 
 
Table 20. Personal Development 
Participant Text Extract 
P6 he meets with other pastors other mentors 
P6 continuous learning process 
P4 
always looking to grow and to learn, and 
you're never too old to learn stuff every single 
day 
P7 the more real knowledge that you gain about 
the area of your expertise 
P2 
send him to conferences that he's going to get 
some extra experience 
 
Time management and organization.  A few instances of organizational abilities and 
skills were evident in the context of asking for desired leadership qualities in a senior pastor.  
Time management and organizational skills were at the forefront of these talents.  A sample of 
the discussion is available in Table 21. 
Table 21. Time Management/Organization 
Participant Text Extract 
P1 Plan thoroughly 
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P3 involved in the day to day administration of 
the church 
P6 
Well if he doesn't manage his time he'll be 
chasing rabbits everywhere and not get 
anything done 
P7 Be very organized 
P9 think he needs to be sort of an administrator as well 
 
Shepherd.  The final of the top five themes in leadership style was the quality of leading 
in a manner similar to a shepherd.  There were many instances of this vernacular used during the 
interviews.  Examples are found within Table 22. 
Table 22. Shepherd 
Participant Text Extract 
P1 as a shepherd 
P3 shepherding 
P4 leads in a shepherd's way 
P5 shepherd the congregation 
P7 he is the shepherd 
 
Interview question four.  The fourth exploratory interview question was What 
qualifications/skills do you feel are most important for the new senior pastor to have?  This 
question was answered to some extent by the previous interview questions and many of the 
previously stated qualities could very well be classified in this section.  However, this specific 
query provided a venue for open dialogue about some of the personal skills and abilities the 
potential senior pastor should possess, and additional themes emerged.  Multiple themes were 
discovered, and the top five themes are represented with their frequencies in Table 23 below.  
Table 23. Qualifications, Skills, and Abilities Themes 
Thematic Code Alias Number of Coded 
Segments n=55 
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Strong Prayer Life 15 
Loves People 13 
Effective Delegation 13 
Confidence/Courage/Fearless 8 
Respect Finances/Operational Transparency 6 
 
Strong prayer life.  The parishioners desired someone who regularly intercedes with God 
through an effective prayer life.  Instances of this quality are illustrated in Table 24. 
Table 24. Strong Prayer Life 
Participant Text Extract 
P1 effective prayer 
P3 in prayer for our church 
P6 spending time in prayer with the Lord 
P7 strong prayer open himself 
P9 he needs to be a man of prayer 
 
Loves people.  The congregation believed the new senior pastor should have the innate 
ability to be a lover of people.  Within this context, multiple instances of this quality were 
discovered during the analysis.  A small sample of discussion excerpts are found in Table 25. 
Table 25. Loves People 
Participant Text Extract 
P1 a heart for people 
P3 love for the people and for the congregation 
P4 to be able to love people 
P5 love us all regardless of what you heard 
P7 have a love of people 
 
Effective delegation.  The new senior pastor should be an effective delegator of 
responsibilities.  This was a distinctive managerial quality the participants believed to be 
important for the success of the new senior pastor.  Examples are located in Table 26. 
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Table 26. Effective Delegation 
Participant Text Extract 
P1 share responsibility and delegate 
P2 I think he has to be a good delegator of authority 
P4 knowing when to delegate 
P5 able to delegate 
P6 being able to delegate duties 
 
Confidence, courage, and fearlessness.  Three similarly based profiled themes were 
combined for organizational purposes.  The parishioners desired someone to have courage 
behind the pulpit and believed he should be fearless and confident outside the walls of the 
religious organization as well.  Samples are provided in Table 27. 
Table 27. Confidence/Courage/Fearlessness 
Participant Text Extract 
P4 don't be afraid to teach about what's going to happen 
P5 Assertiveness 
P5 Confident 
P7 Confidence 
P8 Courage 
 
Transparency.  A level of operational and personal transparency was expected for the 
new senior leader to possess.  A few examples within the text are provided in Table 28. 
Table 28. Respect Finances/Operational Transparency 
Participant Text Extract 
P3 as much of transparency as they think they want 
P4 Transparently 
P5 believe very wholeheartedly in transparency 
P6 our church desperately needs transparency 
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P9 and be a transparent leader is good 
 
Interview question five.  The fifth exploratory interview question which was the final 
inquiry to derive answers for the first research question asked What personal demographics (age, 
education, experience, family status, etc.) are important for the new senior pastor to have?   
Again, there were additional occurrences of these types of answers that were gathered during the 
first four questions of the interviews.  However, these themes became more evident as the 
demographics question was directed to the participants.  Many themes were realized and the top 
five themes are represented with their frequencies in Table 29 below.  
Table 29. Demographic Themes 
Thematic Code Alias Number of Coded 
Segments n=95 
Family Life/Priority 25 
Well Educated 18 
Previous Sr Pastoral Experience 18 
35-45 Relatively Young 18 
Seminary training 16 
 
Family life and priority.  The new senior pastor should be married and have a family.  
Age and number of children were not discussed to much extent.  However, the consensus among 
participants was that he should have children and be cognizant of his family’s needs and have 
time to care for them.  Table 30 contains samples of family life and priority vernacular. 
Table 30. Family Life/Priority 
Participant Text Extract 
P2 has a young a young family that will grow up in this church 
P3 needs to take care of the family first 
P4 has to be a family man 
P6 he should be family oriented 
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P9 he needs to be a family man 
 
Well educated.  The value of a good education was evident in the wants and desires of 
members within the pastoral search committee.  They were all in agreement that the incoming 
senior pastor should have completed a graduate degree at a minimum.  Examples of the 
discussion are portrayed in Table 31. 
Table 31. Well Educated 
Participant Text Extract 
P1 A man who at least has completed a master's 
degree 
P2 I would like him to have a master's degree, 
minimal. 
P3 master's at least 
P7 at least a master's degree, Ph.D. would be wonderful if we could afford it 
P9 we'd like to have a master's degree 
 
Previous senior pastor experience.  Most believed the new senior pastor should have at 
least a minimum of five to 10 years of previous experience as a senior pastor.  This is reflected in 
the extracts below in Table 32. 
Table 32. Previous Senior Pastoral Experience 
Participant Text Extract 
P2 spent some time in the field as it were a senior pastor that have gained quite a bit of education 
P3 I think he does need to have at least five 
years’ experience as a senior pastor 
P4 at least five to ten years’ minimal of being a senior pastor 
P7 needs to have some experience as a senior pastor 
P9 five years preferably 10 years’ experience as a 
senior pastor 
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35-45 years old and relatively young.  A younger pastor relative to the aging 
congregation is what the parishioners believed would be appropriate for the organization.  
Passages from the interview discussion that illustrate this quality are contained in Table 33. 
Table 33. 35-45 Relatively Young 
Participant Text Extract 
P2 What I found is somewhere between 40 and 43 years old 
P4 I like the fact that the 35 to 45-year-old was right  
P5 youthful to reach those age groups 
P6 I believe for our church that he should be young, with a demographic of 35 to 45 
P8 
kind of in his 30s mid maybe early 40s but in 
my opinion, I wouldn't see somebody much 
older than 45 and not 50 
 
Seminary training.  The congregation believed the new senior pastor should be educated 
and he should have received his training from a theological seminary institution.  Excerpts 
describing this quality are embedded in Table 34. 
Table 34. Seminary Training 
Participant Text Extract 
P1 A master divinity degree 
P2 divinity degree 
P3 seminary master's 
P5 biblical education degree from a seminary 
P7 minimum of a study through seminary 
 
Interview questions six and seven.  The final two interview questions concerned how 
the congregation may be able to assist the senior pastor with the growth of the church and what 
pieces of advice they wanted to give to the incoming senior pastor.  These two inquiries were 
utilized only because these questions existed during the previous congregational focus group 
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study.  No additional thematic instances were coded regarding desired pastoral qualities.  
However, some of the answers were helpful in determining the reasons driving the relevance of 
the pastoral quality answers the participants voiced which is discussed later.  
Pastoral qualities summary.  During analysis, 38 themes emerged as pertinent skills, 
knowledge, abilities, and qualifications for a senior pastor to exemplify regarding the case 
study’s organization.  The first five questions of the interview were utilized to garner answers 
that would be applicable to the qualifications.  Of the 38 themes represented, the top 10 abilities 
and talents comprised approximately 57% of the 617 coded segments, and the top 20 themes 
encompassed about 83%.  These were segmented into multiple categories and grouped with 
similar profiles based on the questions that stimulated the responses. 
Importance of Pastoral Qualities and Why They Are Important 
The second segment of the interview process was comprised of three to five follow up 
questions delving into why certain pastoral qualities were deemed pertinent to the committee 
members.  This was directed at answering the second research question that asked Why are the 
desired skills, knowledge, abilities, and qualifications important?  While the interview guide 
provided structure for the process, deviation from the original script was utilized for ease of 
interview flow.  However, follow up questions were easily implemented during the entire process 
with each participant.  Overall, the follow up questions asked: “Why do you believe this 
quality/facet is important?”  The final question of the interview process asked: “As a member of 
the pastoral search committee, you have been witness to the data from the congregational focus 
group sessions.  Do you believe with the information you have your answers to these questions 
have been influenced?  If so, how have they been?”  The inquiry was facilitated to specifically 
probe the possibility of whether previous cognition of information had any impact on present 
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opinions regarding the desired qualities in a senior pastor.   A mixture of 105 coded segments 
was correlated into 13 similar themes and provided a foundation for discussion.  The primary 
themes were separated into two different instances to address the sentiments of importance for 
pastoral qualities and the drivers behind those opinions. 
Pastoral qualities importance.  Table 35 represents thematic elements as to why the 
individuals involved in the case study believed the desired qualities for a senior pastor were 
relevant.  These answers were based on multiple questions being asked of the participants 
following the seven primary questions of the study to uncover their desires in a senior pastor.   
Table 35. Pastoral Qualities Importance 
Thematic Code Alias Number of Coded 
Segments n=70 
Servant - Inclusive/People Respond Better/Needs Based 14 
Future of Church/Longevity 10 
Seminary/Education- Biblical Foundation/Broader Knowledge 8 
Relation to Congregation/Easier to Follow 8 
God Follower/Priority - Pastoral Calling 7 
Relevant Teaching - Pastoral Calling 6 
Experience - Immediate Need for Organizational Growth 5 
Servant - Biblical/Christ Like 5 
Relevant Teaching - Changes Lives/Congregation Closer to 
God 4 
Relate to All Demographics - Ease of 
Understanding/Receptiveness 3 
 
The top five themes that were discovered are discussed further with examples extracted from the 
discussion documentation.  
Interview question eight: follower of God is the pastor’s calling.  The eighth question of 
the interview addressed more information regarding what the parishioners believed to make a 
good pastor from the first interview query.  The question stated How are the qualities for the 
pastor in the answer(s) you gave provide validate him to be a good and/or effective pastor?  The 
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committee members believed the importance of following God and that being a priority of the 
senior pastor’s life is his divine calling.  They believed that this is what he is called to do.  For 
this fact, it is important for him to exemplify this quality to effectively lead the God-centered 
worship organization.  Examples are contained in Table 36. 
Table 36. God Follower/Priority - Pastoral Calling 
Participant Text Extract 
P1 it's the very heart of his ministry 
P2 that's God's priorities 
P2 That's a part of being obedient to the scripture 
P3 he's got to be able to follow God's priorities 
P7 that's what he is here to do 
 
Interview question nine: relation to congregation and easy to follow.  Question nine of 
the interview process concerned delving deeper into the duties with which the pastor should be 
engaged.  Many of the answers from the first part of the interviews included the pastor engaging 
the congregation regularly and relating to them.  The follow up question asked What are the 
reasons you provided those answers (regarding duties and engagement)?  Many of the qualities 
expressed provided a better relationship with the congregation so they would be more willing to 
follow the leader.  Personal engagement with the congregation and his being able to relate to 
them was a facilitator for the parishioners to follow the head of the organization.  This important 
facet is exposed in dictation shown in Table 37. 
Table 37. Relation to Congregation/Easier to Follow 
Participant Text Extract 
P1 
But to be able to relate it in such a way that it 
really brings about transformation in people's 
lives 
P3 Getting into people's hearts and minds, then he's effective 
P5 Relatable can build trust 
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P5 able to reach those groups, to be able to 
connect. It tends to be a positivity. 
P7 
if you can't relate it to a group of people then 
people tend to be confused 
 
Interview question ten: servant leadership: inclusive, needs based, and responsive.  The 
tenth interview question was a follow up from question three of the interview regarding the 
leadership style of the pastor.  The question asked Why is the leadership style you proclaimed to 
be appropriate the correct way for him to lead the congregation? The members of the committee 
believed that a servant leader would be the most appropriate style of pastor for this organization.  
They believed that a servant leader is more inclusive of the congregation and this would be 
advantageous for the organization because of the wants and needs of parishioners.  Examples are 
revealed in Table 38. 
Table 38. Servant - Inclusive/People Respond Better/Needs Based 
Participant Text Extract 
P2 a foundation for unity 
P3 easier for them to reach the family, inclusion 
P4 because in my opinion he can relate to everybody 
P7 Servant leadership style is one that I think people are most responsive to 
P9 I think people just respond more 
 
Interview question eleven: seminary education facilitates broader biblical knowledge.  
Question eleven of the interview process concerned delving deeper into the qualities deemed 
most important in the pastor.  The follow up question asked The skills the pastor should have, 
why are those important?  The committee members believed that a seminary education is 
important because it provides broader biblical basis than a secular degree to effectively lead the 
worship establishment.  This is pertinent because the organization is a bible-based institution and 
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the leader should be well versed in its foundational properties.  Table 39 provides instances of 
these properties. 
Table 39. Seminary/Education- Biblical Foundation/Broader Knowledge 
Participant Text Extract 
P4 
Because I think that shows that they're 
pursuing it with all of their energy, and they're 
putting back into education to be better and 
the kind of ministers, better servants, and 
better followers of the Lord Jesus Christ 
P5 
I believe the church was founded on the word 
of God and anything that he speaks needs to 
be founded from that 
P7 
the more that you study and the more 
knowledge that you gain it helps you to have a 
stronger understanding of God's word 
P8 
it is going to show some degree of being 
exposed to God's word at different levels and 
with different opinions 
P9 getting that Master of Divinity has so much more 
Bible study, and being indoctrinated in the word 
 
Interview question twelve: demographics and future of the organization.  Interview 
question twelve was a follow-up to interview question number five which concerned the 
demographics of the future leader.  It asked How is his educational level and demographics 
important to his potential success in the organization?  The participants believed that many of 
the demographics were viable for the future success of the organization.  Specifically, the 
incoming pastor’s previous senior leadership experience and his relatively young age would be 
instrumental in addressing the needs of the congregation and its future growth.  Table 40 
provides excerpts of related text. 
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Table 40. Future of Church/Longevity 
Participant Text Extract 
P1 and preparing them for the future 
P2 
going to be a heavy focus for our church in the 
future 
P6 like I said, the future of our church 
P6 be around very long 
P7 because that's the future of the church is for the demographics 
 
Interview question thirteen:  drivers behind the desires of the committee.  During the 
interviews the participants were asked a question regarding their previous knowledge of the 
congregation’s desires in a new senior pastor.  Question thirteen of the interview asked As a 
member of the pastoral search committee, you have been witness to the data from the 
congregational focus group sessions.  Do you believe with the information you have your 
answers to these questions have been influenced?  If so, how have they been?  Table 41 
represents the three themes that emerged during the discussion. 
Table 41. Previous Information Cognition Impact on Search Committee 
Thematic Code Alias Number of Coded 
Segments n=35 
Broader Understanding of Congregational Wants 16 
Committee Desire to Represent the Congregation 11 
Validated Previous Beliefs 8 
 
Broader understanding of congregational wants.  The committee’s desires of qualities 
for a congregational senior leader were influenced by their previous understanding of the 
church’s wants in a pastor.  The participants of the case study believed they came to a broader 
understanding of what the congregation wants in their leader.  Table 42 gives a record of a 
sample of statements. 
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Table 42. Broader Understanding of Congregational Wants 
Participant Text Extract 
P2 The focus group study really made me be very 
aware of what we wanted 
P3 I believe have become more clear 
P5 
I don't think it changed as much as it added to 
my desires expectations and found it to be 
more important.  But I would say it was like a 
pea sized compared to a cantaloupe, deeper 
and much deeper. 
P7 
Every group said basically the same things 
they had. And so the body itself as a whole 
knew what they wanted to have in a new 
senior pastor. It was a matter of taking the 
information of everybody and putting it 
together. But when it all came together it just 
flowed. 
P9 It kind of added to that what I thought the 
skills I guess that the pastor needed to have 
 
Committee’s desire to represent the congregation.  Previous knowledge of the focus 
group studies had an impact on the search committee in the fact that they believed they were to 
be effectively representing the congregational body.  They believed they were validly chosen for 
this purpose and were attempting to represent organizational wishes to the best of their abilities.  
Table 43 includes valid excerpts. 
Table 43. Committee Desire to Represent the Congregation  
Participant Text Extract 
P2 What this congregation wanted  
P3 
it's made me a better listener, especially to this 
congregation 
P4 based on what the needs are of this church. 
P6 through what are considered the needs of this 
church, then and now 
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P8 
I was asked to represent the church and if I do 
what I want to do personally I'm violating the 
trust that the congregation is putting in me. 
I've seen and heard too many opinions of too 
many people that I can't put myself out in left 
field. 
  
Validated previous beliefs.  The final theme to emerge regarding the final question of the 
interview was the validation of the participants’ beliefs.  While knowing what the congregation 
desired was impactful, it also validated what the committee members already felt.  Examples are 
contained in Table 44. 
Table 44. Validated Previous Beliefs 
Participant Text Extract 
P1 it was a confirming thing 
P5 I don't think it changed as much as it added to 
my desires and expectations  
P6 it validated it 
P7 and so it just simply validated 
P9 as far as far as skills and qualifications, I think 
it's validated 
 
Comparison of Congregational and Search Committee’s Wishes 
The third research question asked What are the similarities and differences between the elected 
search committee’s desires and the at-large church congregation’s wishes?  The analysis 
uncovered multiple similarities between the two groups in the thematic instances that emerged.  
It is quite apparent the elected committee was effectively representing the congregation.  A 
comparison of all identified themes is available in Table 45. 
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Table 45. Complete Themes: Congregational Focus Groups and Pastoral Search Committee 
Comparison 
Congregational Study Participants Search Committee Participants 
n=235 n=9 
Theme % Coded Segments Theme 
% Coded 
Segments 
Available/Approachable/Authentic
/Accountable 6.49 God/Jesus Follower/Priority 7.94 
Relates To/Involves All 
Demographics 6.26 
Biblical 
Passion/Knowledge/Authority 7.94 
Biblical 
Passion/Knowledge/Authority 6.15 
Congregation 
Engagement/Involvement 7.46 
Inspired/Relevant Teaching 5.35 Servant 6.97 
God/Jesus Follower/Priority 4.56 Inspired/Relevant Teaching 6.65 
Confidence/Courage/Fearless 3.42 Relates To/Involves All Demographics 5.19 
Lead by Example 3.30 Available/Approachable/Authentic/Accountable 4.21 
Positive/Optimistic/Energetic/Char
isma 3.30 Family Life/Priority 4.05 
Congregation 
Engagement/Involvement 3.08 Personal Development 3.40 
Time Management/Organization 2.96 Discipleship/Spiritual Gift Development 3.08 
Family Life/Priority 2.62 Well Educated 2.92 
Effective Delegation 2.51 Previous Sr Pastoral Experience 2.92 
Vision 2.39 35-45 Relatively Young 2.92 
Compassionate 2.39 Workability With/Development of Staff 2.92 
Ministry Commitment 2.39 Seminary Training 2.59 
Well Educated 2.28 Time Management/Organization 2.59 
Strong Prayer Life 2.16 Strong Prayer Life 2.43 
Loves People 2.05 Community Involvement 2.27 
Good Listener 1.94 Shepherd 2.27 
Respect Finances/Operational 
Transparency 1.94 Loves People 2.11 
Counselor/Confidant 1.82 Effective Delegation 2.11 
Previous Pastoral Experience 1.82 Evangelism 1.94 
Workability With/Development of 
Staff 
1.71 Vision 1.78 
Humility 1.71 Visitation 1.30 
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Discipleship/Spiritual Gift 
Development 
1.71 Confidence/Courage/Fearless 1.30 
Winning Souls 1.59 Lead by Example 1.13 
Visitation 1.59 Respect Finances/Operational 
Transparency 
0.97 
Good Communicator 1.48 Good Listener 0.97 
Evangelism 1.48 Ministry Commitment 0.97 
No Personal Agenda 1.25 Patience 0.81 
Community Involvement 1.14 Humility 0.65 
Dedication to Call/Mission 1.14 Happily Married 0.65 
Patience 1.14 Positive/Optimistic/Energetic/Chari
sma 
0.65 
Under 40 1.14 Good Communicator 0.49 
Sense of Humor 1.03 Compassionate 0.49 
Shepherd 1.03 Winning Souls 0.49 
Flexible/Open to Change 1.03 Flexible/Open to Change 0.32 
Happily Married 1.03 Dedication to Call/Mission 0.16 
Encourager 1.03 
Seminary Training 0.80 
Based Locally 0.80 
Born Again/Testimony 0.80 
Servant 0.68 
Consistency 0.68 
Seeks Wisdom 0.57 
Over 40 0.57 
Good Husband/Father 0.46 
Physical Health Priority 0.46 
Joyful 0.34 
Loves God/Jesus 0.23 
Friendly 0.23 
 
Similarities and differences.  The church focus group sessions included 235 
participants.  Over the course of data analysis, 51 themes were identified to coincide with 878 
individually coded segments.  The nine-member search committee analysis yielded 38 themes 
within 617 coded segments regarding pastoral qualities. 
Surveying the table, one can realize that all themes present in the case study search 
committee results were also evident in the church focus group study’s results except for one.  
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Personal development was the only outlying theme not identified within the congregational 
study.  However, one theme in the congregational study has a parallel profile to personal 
development and that is the quality of seeking wisdom.   It is apparent that many of the same top 
themes are evident in both studies.  To coincide with the similar themes, the frequency of the top 
themes is quite parallel.  In the congregational study, the top 20 themes comprised about 68% of 
the total coded segments.  In the committee case study, they included approximately 83% of 
complete coded instances.  For the overall thematic count, the focus groups had 51 different 
themes compared to 38 in the pastoral search committee analysis. 
The differences appear to be minimal between the two studies as all themes in the case 
study corresponded with themes in the congregational focus group project.  The themes that had 
the fewest responses on the focus group sessions were generally not represented during the 
search committee case study’s analysis.  However, the thematic instances between the two have 
some variance in their frequency ranks.  A thematic comparison between the 38 themes of the 
case study and coinciding themes of the focus group project is illustrated in Table 46. 
Table 46. Thematic Comparison 
Search Committee Participants  
n=9 
Congregational Study Participants 
n=235 
Theme % Coded Segments 
Frequency Rank 
of Corresponding 
Theme 
% Coded 
Segments 
God/Jesus Follower/Priority 7.94 5 4.56 
Biblical Passion/Knowledge/Authority 7.94 3 6.15 
Congregation Engagement/Involvement 7.46 9 3.08 
Servant 6.97 43 0.68 
Inspired/Relevant Teaching 6.65 4 5.35 
Relates To/Involves All Demographics 5.19 2 6.26 
Available/Approachable/Authentic/Accountable 4.21 1 6.49 
Family Life/Priority 4.05 11 2.62 
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Personal Development 3.40 45* 0.57* 
Discipleship/Spiritual Gift Development 3.08 25 1.71 
Well Educated 2.92 16 2.28 
Previous Sr Pastoral Experience 2.92 22 1.82 
35-45 Relatively Young 2.92 34 1.14 
Workability With/Development of Staff 2.92 23 1.71 
Seminary Training 2.59 40 0.80 
Time Management/Organization 2.59 10 2.96 
Strong Prayer Life 2.43 17 2.16 
Community Involvement 2.27 31 1.14 
Shepherd 2.27 36 1.03 
Loves People 2.11 18 2.05 
Effective Delegation 2.11 12 2.51 
Evangelism 1.94 29 1.48 
Vision 1.78 13 2.39 
Visitation 1.30 27 1.59 
Confidence/Courage/Fearless 1.30 6 3.42 
Lead by Example 1.13 7 3.30 
Respect Finances/Operational Transparency 0.97 20 1.94 
Good Listener 0.97 19 1.94 
Ministry Commitment 0.97 15 2.39 
Patience 0.81 33 1.14 
Humility 0.65 24 1.71 
Happily Married 0.65 38 1.03 
Positive/Optimistic/Energetic/Charisma 0.65 8 3.30 
Good Communicator 0.49 28 1.48 
Compassionate 0.49 14 2.39 
Winning Souls 0.49 26 1.59 
Flexible/Open to Change 0.32 37 1.03 
Dedication to Call/Mission 0.16 32 1.14 
Note: * Similar theme of “seeks wisdom” 
Summary of the Chapter 
The focus of this case study’s first research question was to determine the desired skills, 
knowledge, abilities, and qualifications that pastoral search committee members seek in a senior 
pastor to lead their organization.  Analysis of nine interview session documents yielded 38 
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themes over 617 coded segments.  Each theme was given a rank within the research results based 
on frequency of discovery.   
The second research question was to derive why the qualities stated were important to the 
committee members.  This was based on what drives their answers and the wishes of the 
congregation.  In total 13 themes were realized over 105 individually coded segments. 
Finally, a comparison of the thematic instances between the church’s congregational 
desires in a pastor and the search committee’s wishes was conducted.  With the exception of one 
theme, all of the themes from the search committee’s answers were found in the congregational 
focus group study.  Similar most frequent themes were evident between the two groups with 
some variation in the frequency order.  This analysis was the basis for the discussion to follow.  A 
chapter summary illustration is provided in Figure 2. 
 
 
Figure 2. Analysis Summary 
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Chapter 5  
Discussion, Conclusions, Implications for Practice, and Future Research 
This chapter includes the discussion of the findings from the case study research 
discovering desired qualities that parishioners wish for in a senior pastor to lead their 
organization.  A summary of the research will be given concerning the data collection, analysis, 
and results.  Following, a discussion of the findings, conclusions, implications, and future 
research possibilities will be addressed. 
Summary of the Case Study 
The purpose of this case study was to identify the skills, knowledge, abilities, and 
qualifications that parishioners desire in a senior pastor to lead a congregation.  In the context of 
this research project, an elected pastoral search committee was interviewed to investigate what 
they believed to be the primary facets a senior pastor should exemplify to effectively lead their 
congregation.  Interviews were facilitated over a period of two weeks and the data was analyzed.  
A number of themes emerged within the analysis and saturation of thematic instances was 
achieved after five interview analysis sessions.  However, for the purposes of this study, 
interviews continued until all committee member participants had completed interviews.  This 
was done to facilitate the comparative analysis and discussion portion of the research study.  The 
committee represents a congregation and the answers from the interview participants were 
compared to those of the congregation that elected them.  Elected individuals should represent 
those that nominated and voted for them and this was an element of this research’s directive.  
A total of 38 themes were discovered during the analysis of the data.  These themes were 
compared to the 51 themes that emerged during the pilot study that was facilitated with the 
congregation at-large during pastor profile building focus groups.  The themes were comprised 
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of demographic wishes as well as organizational, religious or theological qualities, and multiple 
soft skills desired for a senior leader in the congregation.  The thematic instances in the case 
study were all represented within the 51 themes of the focus group study.  The following 
discussion, conclusions, implications, and future research possibilities are based on the data 
analyzed. 
What the Parishioners Want  
The primary objective of this research was to discover what the congregational pastoral 
search committee wants in a senior pastor.  Participants were asked to give their opinions on 
what they believed to be the pertinent qualities and abilities for the prospective pastor to emulate.  
Within the analysis of the interviewees’ answers it was quite evident that much of the 
information given by the participants was spiritually, religiously, or theologically motivated.  Of 
course, this should come as no surprise as this organization is a Christian worship-based entity.  
On the other hand, much of the analysis provided insight into demographical information as well 
as business minded managerial, organizational, and developmental abilities.   
A follower of God. The parishioners desired someone to lead their congregation who has 
God as his number one priority in life.  It was evident through the analysis of the interviews that 
this was the primary focus the pastor should be engaged with during his daily life.  This answer 
was not surprising due to this being a spiritually based Protestant worship organization.  The 
participants believed this man should have a “heart for God” and be a “man of God” who has “a 
strong love for the Lord.”  However, how does one quantify or measure this type of ability or 
quality in a potential pastor?  It is a matter of faith in the individual.  The participants believed 
their prayers will be answered, by God delivering a man that has his priorities straight in the 
arena of placing God as priority in his life.  Since this ability cannot be measured, it must be 
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observed.  It is quite possible to visibly witness the daily activities of the leader and determine if 
desire drives him to be in one accord with the divine.  However, discernment is subjective.   
Passion for scripture.  The search committee believed that the man to lead their 
congregation should have a passion for the Holy Bible and stand on its perceived literal 
infallibility.  This answer had the same number of responses as the first quality that was 
discussed concerning having a heart for God.  It is evident that this is quite an important facet for 
the new senior pastor to possess.  Having a passion for study of the scripture and applying its 
teachings to daily life is a significant quality for the leader to exemplify.  Many of the answers 
provided a perspective of how often the pastor should be engaged in study of the Bible.  Though 
the answers were not quantified, the stakeholders believed that he should spend a significant 
amount of time in study and research of the scriptures during the week to prepare for sermons.  
While this is discussed later, this is just another revelation that the man in charge of the 
congregation should be focused on the Holy Bible, its teachings, living by its doctrine, and 
studying it regularly. 
Stakeholder engagement.  The man that arrives in this organization should involve the 
congregation as much as possible in every facet of church duties and activities.  Having a heart 
of servitude in engagement with the congregation is also quite important.  The pastor should 
believe that the needs of the church are more important than his own and this should be 
communicated to the parishioners regularly.  Also, this engagement needs to be a part of the 
decision-making processes and procedures in the organization.  The congregation desired to be a 
part of those processes and be actively involved, not just witness dictation from the leader.  From 
a historical context it is not quite clear why this is so important to the parishioners.  It is possible 
that they have not been engaged or consulted in the past by previous senior leadership in the 
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institution.  Whatever the case may be, the congregation requested to be involved and engaged 
on a regular basis with the happenings of the worship organization.  They certainly did not want 
to only take directives from a mere visible figurehead. 
The servant leader. The “servant” vernacular was communicated frequently during the 
interview process.  To coincide with this verbiage, qualities of servanthood were also regularly 
voiced.  The servant leader style seems to be the most appropriate to head up this institution.  
Forsaking personal agendas and focusing on the needs of the congregation are pertinent abilities 
for the senior pastor to uphold.  This is the top type of leadership approach that was revealed 
during the analysis of the transcriptions.  While there were many instances of abilities and 
qualities of leadership evident in the research, the servant leader was the primary leadership 
approach that emerged.  
As a servant, the leader portrays a directive method (McClure, 2016) that is an emulation 
of his assumed mentor, Jesus Christ.  Christ was primarily a servant who denied his own wants 
and desires to oblige his fellow man.  He was a pertinent engagement facilitator with the public 
and effectively principled the masses by delivering a leadership approach that was inclusive of 
everyone, even those who desired to persecute him.  While the new pastor of the organization 
can certainly not rise the echelon of Christ’s example, he can strive to duplicate Jesus’s 
directives to the best of his ability.  This is what the congregation wanted.  They wanted someone 
to have the heart to serve the organization in a manner that is reproductive of Jesus Christ, the 
servant’s example.  
Relevance from the pulpit.  The relevance of Sunday messages and their applicability 
were imperative for the pastor to achieve from the pulpit.  It was voiced during the interviews 
that the members of the congregation do not simply want a “bible story” or a “Sunday school 
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lesson” to be delivered by the pastor on weekends.  They desired for messages to be divinely 
inspired and to be relative to their daily lives.  The ability to take something from the Sunday 
teaching and make it applicable to their everyday lives was important to the parishioners.  In the 
same context, the worshipers desired for the pulpit messages to be based on scripture.  This was 
evident from their desires for the pastor to be actively engaged in study of the Holy Bible which 
was discussed earlier.  However, in the overall scope of this ability, they wanted it to be relevant 
to modern day scenarios and applicable to their needs in contemporary society.   
Relatability to parishioners.  The man who is to receive the reins of responsibility 
should have the ability to relate to all demographics within the congregation and the community.  
Every age from the cradle to the grave and every single race, gender, and creed should be 
connected within the organization.  The members desired someone who they can approach 
comfortably and engage without prejudice.  While this might be a difficult ability to achieve, it 
was relevant to the desires of the search committee and the general population of the 
congregation.  The congregation is aging; however, with the ability to reach any demographic, 
the new pastor could provide the stimulus to achieve growth within the congregation by 
engaging younger potential members.  That being said, the ability to relate to the older 
population drives the capability to retain the stalwarts of the organization with their experiences 
and wisdom. 
Accountability, authenticity, approachability, and availability.  The senior pastor in 
the organization should be accountable for his actions as well as the institution’s well-being.  It 
was mentioned that he should be one to embrace the philosophy of “the buck stops here” within 
the context of his accountability.  He is the visible figurehead of the institution and should be 
accountable for everything that transpires within its walls and external community involvement.   
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The value of authenticity describes someone who does not project a façade to the public.  
An open person willing to share truthful opinions while not hiding behind a fraudulent 
countenance or mask of deception was desired to lead the congregation.  Because of this ability, 
the incoming senior pastor should be more approachable and engaging with the congregation.  If 
someone cannot engage the leader with the realization that he is truthful in demeanor, a lack of 
trust may evolve, which could be detrimental to the future of the church and its current 
vulnerability. 
He should be available to the parishioners in their times of need and in their everyday 
lives.  The pastor has an obligation to his stakeholders to provide counseling, advice, direction, 
and mentorship on a regular basis.  His availability to perform these duties effectively is 
imperative for the spiritual and emotional climate of the organization.    
Family priority.  The senior leader should hold his personal family obligations in high 
regard.  If the pastor does not prioritize time for his family responsibilities, they may suffer 
consequences through his diminished abilities to attend to them.  This may have a snowball 
effect by evolving into mental distress for the leader and possibly hinder his cognition to lead the 
congregation effectively.  If this is the case, the organization will in turn suffer by not realizing 
the vigorous leadership qualities in the man they so desire. 
It is also important to note that leading at a micro level within the context of heading up 
his family is a reflection of his larger abilities to lead effectively at the macro hierarchy within 
the organization.  If he is not able to prioritize and direct his family obligations he may not 
effectively be able to lead a larger body.  It is imperative for him to be able to connect with his 
loved ones and in turn drive his abilities to connect with his parishioners successfully.   
 98 
 
Personal development.  The senior pastor of the organization should be engaged with 
personal enrichment through lifelong learning and engagement in self-help activities.  This can 
include things such as seeking spiritual and theological wisdom through formal education, 
seminars, and self-guided studies.  When a director of an organization drives to improve his own 
cognition, it can certainly have a ripple effect on those he desires to lead.  When others see he is 
engaged in scholarly or theological improvement, they may be inclined to follow suit.   
As education continues to evolve, staying current with new trends in the field and 
embracing those changes allows the pastor to achieve greater cognition of the modern 
environment.  Applying and sharing learned skills and abilities also drives development of the 
organization by enlightening stakeholders to changing environmental situations.  The church 
organization is a living organism in need of constant nourishment to survive.  By supplying the 
institution’s parishioners with effective sustenance through his augmented abilities based on 
personal development, the leader may strengthen the organization’s capacities to flourish.  
Discipleship and spiritual gift development.  The members of the search committee 
voiced a strong desire for the pastor to develop the congregation through discipleship and 
spiritual gift advancement.  Discipleship is a foundation for the directive of the Christian church.  
Teaching others to follow the examples laid out by the religion’s patriarch is a priority the senior 
pastor should display.  When the body of the church is actively involved in development, the 
effect can be positive in the fact that the organization may affirmatively evolve.  The 
congregation wants to be an active part of the organization’s success.  The leader, through 
providing the stakeholders opportunities of development for their personal abilities to achieve 
successful discipleship and use of spiritual gifts, can have a positive result of the body becoming 
sturdier and better prepared to face the challenges of an increasingly secular world. 
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Well educated with seminary training.  Members believed the senior leader of the 
organization should have a high level of education that has been achieved through study at a 
theological seminary institution.  Analysis of the interview data provided a snapshot of what the 
parishioners believe effective education for the new senior pastor should include.  Without 
question, they desired the director to have achieved at minimum a master’s degree qualification.  
It was also voiced that a doctoral designation could be advantageous, however not necessary.  To 
concur with a graduate degree, they believed he should receive his higher credentials in a field 
that coincides with the directive of the church’s ongoing assignment to serve others through 
Christ’s teachings.  A Master of Divinity or Master of Ministry was desired by those seeking out 
the possible director of the organization.  Whatever the potential leader exemplifies through his 
highest credential, it should be garnered in a theological learning institution.  
Previous senior pastor experience.  Many pastors begin their ministerial journeys by 
taking on assignments as associate pastors as leaders in subsegments of worship organizations.  
For example, they may spend time as youth or children’s pastors or directors of outreach or 
education.  However, for this organization, the desires were for the incoming leader to have 
experience at the highest level within a previous institution.  It was enunciated that a minimum 
of five to 10 years serving as a senior pastor should be sufficient.  There were many reasons 
behind this philosophy that will be discussed later. 
Relatively young.  As the church body ages, the organization has the propensity to 
emulate dated rationality.  However, for the institution to survive it needs to embrace new and 
innovative approaches to reach a younger generation to repopulate the dwindling membership 
numbers.  It was the consensus of the search committee that someone to effectively lead the 
church needs to be relatively young in comparison to the current congregational demographic.  
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While specific demographic potentials between 35 and 45 years old were realized in the desires 
for the leader to possess, there was a sentiment that whatever age the pastor may be, he should 
project a relatively youthful, or “young at heart” disposition.    
Workability with and development of staff.  Members of the search committee 
believed the leader of the congregation should engage the staff of the organization successfully.  
An attitude and method of inclusion of the staff should be the approach the pastor uses when 
making decisions that have impact on the organization.  He should be able to work well with the 
existing staff and be involved in their personal development practices.  It is obvious the 
participants of the study thought that continuous learning and improvement was important to the 
potential success of the organization.  The pastor should be involved in driving members of the 
staff with the planning of personal development as well as keeping them accountable.  However, 
one must be careful to not become dictatorial in nature during these processes and procedures.  It 
was stated with great frequency that an autocratic style of leading would not be tolerated. 
  Time management and organization.  Organizational skills were deemed essential for 
the leader to possess.  Effective time management is necessary for the new leader to be able to 
accomplish all the duties required within this worship-based organization.  He will have quite a 
bit of responsibility and if he is not managing his time well he will not cover all the bases 
effectively.  He should also adhere to operative organizational practices.  In context, this is a 
spiritually led position.  However, the organizational and time management skills are operatory 
in nature.  He should have a relatively respectable business acumen and use those skills to 
deliver an organized and well managed product. 
Strong prayer life.  During the week, the pastor should be engaged in intervention with 
the divine.  Prayer was voiced as a primary ability for the pastor to own.  He should believe in its 
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power and its ability to transform lives.  Intercession with God daily was stated as being a 
pertinent aspect of the pastor’s life.  This also goes back to the pastor being a follower of God 
and keeping Him as a priority in his life.  The committee believed that frequent communication 
with the creator is necessary to foster this type of relationship.  He should be driven to intercede 
and listen to what God is revealing to him.  This in turn can be communicated to the 
congregation through prayerfully inspired messages delivered from the pulpit on Sundays and in 
Wednesday bible studies. 
Community involvement.  Outreach within the community surrounding the church 
campus is a prioritized activity in which the pastor should actively engage.  The future of the 
church is dependent on the possibility of new membership joining the congregation.  Because of 
this, the leader of the organization should be visible within the community and promote his 
organization to those who are within close proximity.  The participants of the study also thought 
the senior pastor should be actively involved in community activities that do not necessarily 
involve the church’s events.  For instance, if the local area is holding a community fair or a drive 
for charity, he should be an observable participant.  It is important for him to be actively 
involved in the happenings of the area.   
Shepherd.  The specific vernacular “shepherd” was utilized on a frequent basis during 
the conversational dialogue of the interviews.  The shepherd leadership connotation is sometimes 
used parallel to a servant style of direction.  The shepherd is self-sacrificing and keeps careful 
watch over those for whom he has responsibility.  The congregation desired this type of man to 
lead their organization.  It is interesting to note that Jesus Christ was often referred to as a 
shepherd and the church has been considered His flock of sheep.  In the same manner, the pastor 
of this organization should utilize this leadership approach within this congregation. 
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Lover of people.  The final top quality revealed within the study was that the leader 
should authentically have a heart for people.  This points back to the quality of being authentic to 
the congregation.  He should have a real passion for people and their needs.  He should have the 
gift of discernment and be able to show the love and attention the congregation members need.  
He should “love regardless” as one of the committee members stated.  This is another example of 
a selflessness quality the pastor should exhibit.  
Summarization of pastoral qualities.  The top twenty themes that emerged during the 
analysis had many observable parallels with each other.  Within the entire context of the 
interviews, the committee members voiced skills, abilities, knowledge, and qualifications that 
might be very lofty to achieve for one person.  However, this is the primary list of their wants 
and desires to be fulfilled.  What is quite interesting to note is the qualities stated reflect abilities 
that were observable in Christ and his teachings.  This is not surprising as the church should 
embrace and attempt to emulate or mirror its patriarch.  Even if each of these qualities is not 
evident in the man the committee chooses to pursue, he should have the desire and propensity to 
be as close to what they desire as he can within reasonable accommodation. 
Overall, the pastor should have a passion for the divine and be driven by spiritually 
motivated variables.  He should be a lover of the ones he serves and serve them selflessly and 
inclusively.  He should utilize his divinely inspired messages to deliver meaning to a 
congregation hungry to apply relevant teaching to their daily lives.  He should be an 
approachable person without malicious intentions and be very visible within the community.  
The underlying theme the pastor should adhere to is being a servant.  The type of leadership 
necessary to lead an organization should reflect the examples of successful previous pastors and 
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leaders within the Christian church.  The senior pastor should uphold the utmost quality of 
serving others while leading through the example and influence of the divine. 
Motivators for Desired Pastoral Qualities     
The secondary purpose of this study was to discern the reasons why the committee 
members desired the qualities they were looking for in a pastor.  It is important to note that the 
pastoral search committee members were engaged with the process of finding a new pastor for 
months before this case study was coordinated and completed.  They have witnessed the wants 
and desires of the general population of the congregation they represent.  During the interview 
process the underlying determinants of the answers were derived by asking follow-up questions 
to the primary inquiries regarding the qualities they desire in a senior pastor to lead the 
congregation.  Also, it was a directive to discover if previous knowledge of congregational wants 
had an impact on the desires of the search committee.  The importance behind the pastoral 
qualities and the reasons behind the importance are discussed. 
Understanding congregational wants.  When asked if previous knowledge had any 
influence on their reasoning, the search committee members believed they had a better and 
broader understanding of what the consensus of the church desired in a pastor.  Did this influence 
what the search committee thought?  The answer was a resounding yes.  By previously knowing 
what the current membership desired in a pastor, the members of the committee held those 
opinions in high regard.  It was stated that they believed the congregation was significantly in 
tune with their wishes in someone to lead them in the organization.  To coincide with the 
congregation’s validity, the participants of the study used this previous information to reflect on 
their own wishes and desires for a new head of the church.  They realized they might not have 
considered every facet or quality that is necessary for the pastor to possess.  Because of this fact, 
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the answers provided by the search committee were given in this context.  Many of the answers 
they provided concurred with the general population of the worship organization. 
Future of the organization.  The future of the organization was a primary driver for the 
desired qualities for a senior pastor to possess.  In the context of the potential leader’s age, they 
wanted someone young enough to have longevity in the organization.  Also, they believed that 
this younger pastor would have the vision and mission for the future of the organization and not 
be so involved with only the “here and now” of the institution.  They want someone to carry their 
dreams and hopes for the organization successfully into the future, whatever those may be.   
A fascinating finding during the study was the apparent unselfishness the senior members 
of the search committee projected.  It was their belief, along with the younger members’, that 
concentrating on the younger generations and reaching those demographics was extremely 
critical at this time in the church’s history.  The senior member participants voiced concern of 
diminished reachability of the younger generation if a pastor was to arrive who could not relate 
to younger members and only concentrated on older members of the congregation.  The more 
seasoned members of the committee believed that their own needs and wants may be of less 
importance to address than those of younger people.  This was because they were more 
concerned with the forthcoming possibilities of the organization and believed it was part of their 
duty to provide a catalyst to bring in someone who is younger and able to lead the institution into 
the future.  
Seminary higher education and biblical foundation.  The participants believed the 
leader should have an educational foundation based from a seminary institution.  They postulated 
that this type of education is called for in the context of the organization based on biblical 
concepts and directives.  Because of the seminary foundation, the potential leader will have 
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broader spiritually based knowledge that the congregation needs.  To agree with the seminary 
training, they believed the head of the church should have a degree that is beyond a 
baccalaureate credential.  They thought that a higher qualification exemplified a willingness for 
the potential pastor to go above and beyond the normal, which will in turn have an impact on the 
congregational perspectives of the pastor being authentic in his approach to development, both 
personally and organizationally.   
Congregational relations.  Without a doubt, congregational engagement was high on the 
list of qualities the members of the church desired in their senior pastor.  The interview 
participants believed a man will be easier to follow if he is actively involved with members of 
the organization.  They will have a sense of belonging and inclusion that will serve as a catalyst 
for keeping current membership numbers and facilitating a diminishment of the exodus of 
parishioners who may have not felt included with the happenings of the organization.  This also 
goes back to the future of the organization.  If a leader is easier to follow because of his frequent 
engagement with stakeholders, then the future seems to be a little brighter for the organization to 
succeed.  By retaining its membership through this engagement, the congregation keeps a 
relatively strong base that can lead the path of potential growth for the future. 
The pastoral calling.  The qualities of being a follower of the divine and preaching 
according to this direction was what the congregation derived as his calling in the ministry.  God 
calls the leader to follow the teachings that are presented in the Holy Bible and to be an effective 
listener to the spirit that is evident in the weekly sermons.  At a minimum, this man should be 
called to do these things because he is required to hold these qualities dear as a directive of God.  
They want someone who is authentic in his approach to interceding with God for the 
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congregation.  The participants perceived that he is called to this responsibility by a God-given 
pastoral mandate. 
Previous experience critically necessary.  At this point, the church has been in a period 
of decline and is at a critical time in its history.  The interviewees believed that attracting 
someone with time tested experience as a senior pastor was imperative for the organization.  
They believed that there was little room for an unseasoned pastor to arrive and learn by making 
mistakes.  While this is always part of the learning process, failure is not an immediate option for 
the congregational entity.  The organization cannot afford to lose any additional membership in 
the near future.  Its ability to survive financially, spiritually, and emotionally would be 
significantly diminished.  It was stated that a minimum of five to 10 years in a previous senior 
pastor position should be sufficient for the new leader.  This should give the pastor a relatively 
strong foundation of operational expectations for the organization without having to second 
guess decisions that could possibly be detrimental to the institution.  They do not need someone 
to arrive and make a few mistakes. They need a seasoned veteran to take the role of leading 
confidently and fearlessly through his attained wisdom through experience.    
The Christ-like servant.  Finally, the servant leader was addressed again in the context 
of importance of qualities for the senior leader of the church.  While the actual facets of servant 
leadership have been discussed, why it is important is something that can be subjective.  
However, the members believed a servant leader was a mirror of how Christ conducted his 
earthly ministry.  Christ is the leader of the church, and the leader of a congregation should be 
relative to its patriarch.  Because of this fact, a servant leader is necessary to shepherd the flock 
of the faithful.  It reflects Christ’s ministry and his leadership edict, and the senior pastor of the 
organization should uphold these qualities.  
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Comparison of Search Committee and Congregation      
During the study, an analysis was completed comparing the results of the elected search 
committee and the congregation it represents.  There was a final question during the interview 
process that addressed how opinions may have been influenced by having preconceived 
knowledge of the wants within the congregation.  This was discussed to some extent during the 
previous section.  However, for the purposes of the comparative objectives of the research study, 
it is important to note some of the answers the members provided when approached with this 
inquiry.   
The members of the research committee believed they had a much broader understanding 
of what the stakeholders of the organization wanted and this in turn had an impact on their 
personal desires in a pastor.  While it gave them a broader understanding of the congregation’s 
wishes, the information also validated what they had previously believed.  They agreed with the 
sentiment of the congregation.  However, they were able to take this validation and build upon it 
through consideration of additional options of leadership.  Finally, the committee desired to 
effectively represent those who elected them to a position of responsibility.  They voiced that if 
they did not represent those who elected them then a matter of mistrust could be realized.  The 
participants feel it is their obligation to completely consider every thought and move relative to 
those who they represent.  It is quite evident this was the attitude of the participants as many 
similarities were realized within the context of top thematic frequency between the congregation 
and the elected search committee. 
Overall thematic similarities.  It is uncanny that the themes that emerged during 
analysis were congruent between the two groups to a strong degree.  During the church focus 
group study with 235 participants, 51 themes were discovered, and 38 themes were realized from 
 108 
 
the nine search committee members.  Of the 38 themes that were discovered in the search 
committee interviews, all except one was present within the church focus group sessions.  
However, the one outlier that was present in the smaller sample group had a parallel quality or 
ability that had a similar profile.  The value of personal development that was present in the 
search committee’s results was not evident outside of a similar quality of seeking wisdom in the 
church focus group sessions.  With an overall congruency, a high level of validity in the 
congregation’s choice of search committee members was realized.  The committee should 
effectively represent its electors, and it was apparent they had successfully achieved this.  
Top thematic illustrations were similar between the two groups with some evident 
differences.  The top 10 themes in the search committee’s findings comprised of about 57% of 
the answers given during in the interview.  Within the church focus group studies, the same ten 
themes that paralleled the top ten themes in the search committee answers included 
approximately 37% of the answers.  However, six of the top 10 themes were evident in both 
groups, with the top five themes present in both groups’ top 10 values.  This means that the top 
themes between the two groups were very well represented and paralleled to quite a rigorous 
extent.  As a result, the findings of this study suggest that the congregation elected a group of 
individuals who represent their wishes well. 
Thematic differences.  It is evident that the overall similarities between the two groups 
are stringent.  However, there are differences as well.  It is apparent the search committee was 
quite interested and concerned with the spiritual and theological qualities the potential pastor 
should possess.  The top instances of thematic discovery revealed qualities that were driven by 
spiritual aptitudes. In comparison, the congregation, which had many of the similar spiritually 
driven answers, derived others in their top thematic themes that were more organizationally, 
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managerially, or business based.  The top priority found within the church focus groups was the 
authenticity, availability, accountability, and approachability of the leader.  The second highest 
priority was his ability to relate to and engage all demographics.  The variation of themes 
between the two groups could be partially due to additional information that was derived from 
supplementary meetings and conversations between the two groups that were outside the realm 
of this study.  Also, a period of time had passed since the focus group study and the case study 
commencement involving the search committee members.  Whatever the case may be, the 
differences are not substantial enough to warrant alarm that there is major inequality between the 
two groups.  They are quite similar. 
The greater good through servanthood.  Between the differences and similarities of the 
two groups, it is apparent that the wants and desires for the entire congregation are for the greater 
good of the institution.  The axiomatic qualities for leadership desires reflect those of someone 
who could help the organization through servanthood.  The skills and abilities that emerged are 
illustrative of a servant leader, and servanthood is the approach that the church’s patriarch should 
utilize to intervene with the public.  Though there are some slight differences, it is apparent that 
the search committee is unified with the congregation it represents.  However, they are aware of 
their responsibilities to effectively reproduce the wishes of the stakeholders of the organization.  
In turn, this serves the greater good of the organization with its intentions to move forward 
through selection of an effective leader to take them to higher levels of service within the 
community. 
Findings Relative to Literature and Theory    
One reason this case study was conducted was because of the lack of relevant research in 
the context of human resource development, leadership, and religious organizations.  It is 
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apparent this is true in the relatively low amount of literature available on the subject.  However, 
during the literature review the theory of servant leadership was discussed.  While there is quite a 
substantial amount of literature concerning theological leadership within this context, there is not 
much that is revealed in an HRD context involving leadership, specifically servant leadership 
within religious organizations.  Because of this fact, there is little information to which to 
compare the study.  However, this case study could fuel interest in the subject and facilitate 
additional research that could contribute to HRD knowledge.   
Servant leadership theory was discovered to be the primary leadership approach desired 
by the congregation.  The servant leader is selfless and inclusive of others.  He positions the 
needs of others at the forefront of his methods of operation.  The servant is also cognizant of how 
his actions are perceived as he leads by example.  The parishioners of the congregation desire 
someone to lead and guide them in this manner. They want someone that emulates Christ and 
how he interacted with people and in turn led them.  The servant leader has validity within these 
types of worship congregational institutions as he mirrors the historical leader of the 
organization.  
The congregation’s wishes in a pastor were also realized in their elected search 
committee.  Theoretically, elected officials and members of committees should efficiently 
embody those who voted them into positions of representative responsibility (Aziz et al., 2017).  
This search committee achieved this goal.      
Implications for Practice 
 This case study illustrates some validity with contributions to human resource 
development practice.  As practitioners HRD professionals are obligated and driven to improve 
their working organizations.  This study has implications for practice that could be beneficial to 
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human resource development professionals and organizational stakeholders including leaders of 
the church and congregational members. 
Human resource development professionals.  This study can be helpful to the HRD 
practitioner.  This case study discovered instances of qualities that church congregations desire 
for their senior leadership to exemplify.  HRD professionals can use this information to 
formulate methods of facilitating talent acquisition for organizations of a religious nature by 
implementing learned lessons from the study.  They can also utilize the findings to strengthen 
development methodologies within the organizations.  By trying to achieve some of the existing 
themes with existing members of the organizational staff, they can possibly provide congruence 
with the wishes of the congregation and what they believe to be effective leadership within their 
institutions.  Much of the information from the pastoral search committee concerned self-
development as an important aspect the new senior leader of the organization should possess.  
Developmental programs can be created that follow the thematic instances that emerged from the 
study.  This could have an impact on the augmentation of strength realized within the 
organization. 
Potential and existing leadership.  The case study was focused on a congregation 
searching for a senior leader and the qualities they believed to be pertinent for him to illustrate.  
It would be advantageous for the information contained within an exploratory study to be made 
available to potential pastors of organizations.  If they are cognizant of the wants of the 
congregations they intend to lead, they can make educated decisions as to whether they desire to 
pursue the position.  For example, if a search committee was to approach a potential pastor for 
their church and hand him a list of the qualities they desire in their leader, the potential candidate 
may read it and decide that organization might not be the right fit for him.  Alternatively, he 
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could come to the realization that this is the perfect opportunity for him to pursue.  Utilizing this 
approach takes some of the guesswork out of the pursuit of employment. 
The information could also be useful to direct and guide existing leadership within the 
church organization.  It could be presented in a manner that would influence the leaders of the 
organization to pursue venues of development to achieve some of the relative qualifications, 
abilities, and skills the congregation desires.  This can strengthen the institution and possibly 
assist in its potential success.  
Congregation.  If the information is used to acquire a leader who exemplifies the wishes 
of the congregation and existing leadership is developed according to the organization’s 
stakeholder desires, the membership might be more apt to follow those in charge.  If this is the 
case, membership numbers can be retained and efforts to strengthen the congregation through 
additional parishioners joining the fold could be easier to achieve.  Members may be more 
inclined to follow growth directive activities from those they believe are appropriate leaders.   
Limitations and Recommendations for Future Research 
 Practically all research has limitations.  This case study is no exception.  First, this is a 
study of one religious organization at one point in time.  The institution has been in participatory 
decline for several years and their membership numbers have dwindled.  It is possible that 
additional research could be conducted within a singular organization, however at a different 
singular point in time, or in an extended linear fashion.  For instance, research could commence 
in a religious organization that has a strong historical record of membership numbers.  It could 
provide additional insights into desired leadership that might be influenced by different 
environmental variables. 
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As a single organization, there could be some research bias with having the same 
members in the congregation voicing their opinions.  By reaching out to multiple organizations, 
varied results could be realized.  It might also be advantageous to engage multiple denominations 
that are represented by the varied organizations.  There could also be comparative studies 
conducted to discover divergent themes between two or more entities.  It could provide 
additional insight into how people think differently between denominations. 
Quantitative analysis could be used to provide supplementary strength to the case study.  
For instance, a mixed-methods approach with the use of quantitative surveys deployed to 
organizational members may facilitate additional findings to coincide with the qualitative 
interviews.  There exists a myriad of venues that could possibly be explored for additional 
research in an area that has been relatively untouched within the scholarly and practitioner arenas 
of human resource development. 
Summary of the Chapter and Conclusion 
The chapter began with a discussion regarding the qualities desired for a senior pastor to 
possess in a single Christian denomination worship organization.  The chapter continued with the 
primary reasons for the participants desiring these specific qualities of leadership within their 
congregation.  Next, a short comparison of the elected search committee’s answers with the 
general population of the church was outlined.   
Servanthood approach.  The members of this congregation desire a leader that is a 
servant in nature.  There were many reasons behind this approach in leadership.  Many were 
relative to the needs of the church parishioners and the leader to be selfless and attentive to the 
requirements of others around him.  Another reason is because the flock of this congregation 
believe that a servant leader is a mirror of how Christ led during his ministry.  He was also 
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someone that was self-sacrificing, albeit to a deadly degree, and always put others before 
himself.  In short, he served man. 
Spiritually motivated and future of the church.  Many of the themes that emerged 
were spiritually motivated through the answers of the participants.  When asked why these 
qualities were important, the consensus of the participants believed that the people of the 
congregation will have an easier time following this type of leader.  Also, being spiritually 
motivated is the pastor’s divine calling.  He should strive to adhere to the teachings of Christ and 
the pastor’s leadership methods should be a tribute to Christ’s ministry.  The participants were 
also quite concerned with the future success of the church.  Many of the skills and qualifications 
desired in the new senior pastor should facilitate future growth of the organization.  The 
congregation believes this is vital for their survival and they are very in tune to acquiring the 
man that can lead them into the future.  
Elected committee is representative of general population.  A focus group study of the 
general congregation population was analyzed and compared to the case study search committee 
members.  It was evident that both groups had very similar desires in a senior leader of the 
organization.  While there was some variation with frequency and degree of strength between the 
two groups, they were relatively congruent.  This can be at least partially attributed to the 
committee members’ cognition of the congregation’s wants before the case study commenced.  
However, they were also very aware that they need to represent the congregation effectively.  
Many of their answers were driven by their desires to appropriately represent those who elected 
them.  It was obvious that this had an effect and it is apparent that the elected group represented 
the congregation well. 
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Appendix B: Survey Instrument for the University of Texas at Tyler First Pilot Study 
Survey Instrument – Questions are driven by membership affiliation. 
 
Consent 
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Demographics 
 
 
Affiliation – Member - Yes 
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Instructions – Member – Yes 
 
First Question – Member – Yes 
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Second Question – Member – Yes 
 
Third Question – Member – Yes 
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Fourth Question – Member – Yes 
 
 
Survey End – Member – Yes/No 
++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++++ 
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Affiliation – Member – No 
 
 
Instructions – Member – No 
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First Question – Member – No 
 
Second Question – Member – No 
 143 
 
 
Third Question – Member – No 
 
Fourth Question – Member – No 
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Appendix D: Interview Guide for Second Pilot Study 
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Appendix E: Interview Guide for Church Congregational Focus Group Study 
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 157 
 
 
 
 158 
 
 
 
 159 
 
 
 
 160 
 
 
 
 161 
 
 
 
 162 
 
 
 
 163 
 
 
 
 164 
 
 
 
 165 
 
 
 
 166 
 
 
 
 167 
 
 
 
 168 
 
 
 
 169 
 
Appendix H: Interview Guide for Dissertation Case Study 
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